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ABSTRACT 
The primary purpose of this descriptive study was to study the effect of 
spirituality on job satisfaction in one child welfare agency in Knoxville, Tennessee. 
Social workers from Child & Family Tennessee (CFT) were the target population and all 
professional social workers were surveyed. A secondary purpose was to determine 
possible relationships betweenjob satisfaction, spirituality, and the demographic 
variables of age, gender, time employed by the agency, marital status, and ethnicity. 
The researcher surveyed 211 social workers employed by CFT. Social workers 
who were contacted at staff meetings were told about the study and received a packet that 
contained the Job Satisfaction Survey (JSS), the Finding Meaning and Purpose at Work 
(FMPW), demographic questions, an informed consent form, comment sheet, and an 
envelope. Social workers contacted through interoffice mail received the same 
information, with the addition of a cover letter that explained the study. A return rate of 
61.2 was achieved for the study. 
The following statistical methods were ut1lized in the study to evaluate the scores 
of the JSS and FMPW for hypotheses 2-11: calculated means, standard deviations, one­
way analysis of variances (.05 level of probability with 95% confidence interval), and 
multiple analysis of variance. The Pearson r test was used to test the effect of spirituality 
upon job satisfaction as outlined in hypothesis one. 
Findings of the study showed that (a) the majority of respondents were single, 
white females employed full-time by CFT; (b) the relationship between spirituality and 
job satisfaction produced a strong positive correlation among the total survey scores, as 
iv 
well as the subscales scores of each survey; ( c) the independent variable, age, was found 
to illustrate statistical significance concerning job satisfaction and spirituality; and ( d) the 
independent variable, amount of time employed by CFT, was found to illustrate statistical 
significance concerning job satisfaction and spirituality. 
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With people spending an increasing amount of time at work, the work setting has 
become a major component in the development of our spirituality (Ashrnos & Duchon, 
2000; King & Nicol, 1999). Workers need joy in their jobs; some people even believe that 
this is a worker's right (Fox, 1994). Work traditionally has been accepted as a vital 
component in the lives of Americans, though the American workforce has undergone 
drastic changes (Brickin, 1996). 
Changes in the workforce have influenced changes in the religious and spiritual 
practices of Americans (Brickin, 1996). As late as the 1800s, most Americans were self­
employed as farmers or craftsmen (Brickin). With the Industrial Revolution came the 
development of cities, factories, and production lines. Many self-employed workers found 
themselves moving, learning a new skill, no longer being their own boss, and having to 
follow a company's rules and guidelines. Brickin stated that by the 1900s two out of three 
people were working for and depending upon someone else for their livelihood. 
The new work environment placed constraints on when and where workers could 
pray and sing as well as when they could participate in religious practices. The lack of 
flexibility concerning their religious practices may have increased their spirituality, and 
their spirituality served as a way to cope with the changing workplace (Canela, 1997). It is 
believed that over the years, spirituality aided in their day-to-day work and affected their 
character (Kelly, 1995). Advocates for spirituality have stated that it is a coping 
mechanism that affects a person's behavior, values, and methods of communication 
1 
(Canda). Many researchers have believed spirituality is a vital part of a person; therefore, 
it should be included in one's work (Canda & Furman, 1999; Gotterer, 2001; Mitroff & 
Denton, 1999). Spirituality can promote a sense of order in the midst of the chaos of the 
workplace (King & Nicol, 1999) and can relieve the stress of employees (Cavanagh & 
Bandsuch, 2002). Other researchers have suggested spirituality is a mechanism to be used 
in healing the body (Lakes, 2000). 'Cutting spirituality out of the human being is to 
dehumanize and to oversimplify' (Canela, 1997, p. 174). 
Spirituality has been seen as a mechanism to enhance job satisfaction (Cavanagh 
& Bandsuch, 2002; Covey, 1989; Senge, 1990; Konz & Ryan, 1999; Thompson, 2000). 
Management professionals have begun to look at spirituality as a management tool to 
promote job satisfaction (Cavanagh & Bandsuch; Thompson). Organizations that 
incorporate spiritual development have had employees who perfonn better than 
employees who do not have the opportunity for spiritual development (Konz & Ryan). 
The profession of social work has been classified as a reverant field of service that 
is a spiritual venture for social workers and clients alike (Canela, 1988; Canda & Furman, 
1999). Gotterer (2001) suggested that social work is incomplete without the incorporation 
of spirituality. Spirituality has played two important roles in the social work field. First, 
spirituality can be an effective tool in the therapy of clients; therefore, social work 
students should be taught about spirituality just as they are taught the ideas of Freud or 
other social work practices (Canda, 1997). Secondly, spirituality can be an important tool 
for promoting social worker's job satisfaction. It is also important for a social worker to 
analyze and have an understanding of their own personal spirituality because it affects 
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their care and treatment of clients (Canela, 1988; Ellor, Netting, & Thibault, 1999). This 
self-examination also assists in identifying personal biases, the social workers' ability to 
respect their client's beliefs, and their feelings on addressing spirituality with their clients 
(Cascio, 1998). Social workers should realize that their own spirituality affects their 
clients (Canda, 1988). Therefore, spirituality and job s�tisfaction have many ties to social 
work. 
Statement of the Problem 
The American workforce has become a very competitive place with pressure to 
increase productivity, lower turnover rates, and maintain morale of workers (Brandt, 
1996). These factors, as well as layoffs and downsizing, have created a stressful 
environment for workers and management alike. Some researchers have proposed 
spirituality as a solution to addressing these concerns increasing job satisfaction 
(Cavanagh & Bandsuch, 2002; Thompson, 2000). There appears to be little research that 
explores job satisfaction and the spirituality of an employee. Moreover, the researcher 
was unable to find any studies that used them in conjunction with social work. This 
supports the idea that there is a need to perform studies to analyze the possible connection 
between job satisfaction and spirituality, particularly in the realm of social work. 
Therefore, this study adds to the literature concerning these topics and serves as a 
resource for social service agencies seeking to promote job satisfaction in their 
organizations. 
This study is useful to employers of social workers. Over the past few years, many 
non-profit employers of social workers have experienced extensive restructuring, layoffs, 
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and changes in leadership (Cavanagh & Bandsuch, 2002; Thompson, 2000). Retaining 
workers reduces management costs in training and recruiting (Cavanagh & Bandsuch; 
Thompson). It stands to reason that it is important to a non-profit's bottom line to create a 
healthy work environment. By giving human resource managers some important insights 
into (a) environmental concerns, (b) corporate culture, (c) morale, and (d) hiring 
practices, this study could assist these agencies in reducing turnover rates and developing 
policies and procedures. 
Lastly, many researchers have believed the social work field is a chosen craft that 
draws individuals that feel a spiritual calling (Canela, 1988; Canela & Furman, 1999). 
Furthermore, many organizations have viewed spirituality as a management tool to 
promote job satisfaction (Cavanagh & Bandsuch, 2002; Thompson, 2000). If it is 
assumed that these two ideas are true, one would reason that an examination of 
spirituality and individuals who perform social workjobs would be predictive of their job 
satisfaction. 
Significance of the Study 
Spirituality, and specifically spirituality in the workplace, is a topic that has yet to 
be explored in depth (Ashmos & Duchon, 2000; Mohamed, Hassan, & Wisnieski, 2001). 
The correlation between spirituality and job satisfaction and their application to social 
work have been explored even less (Cascio, 1998; Eliason, 2000). However, in the last 
few years, social work journals have begun publishing research concerning religion and 
spirituality and how they can be helpful to social work (Cascio). Some research on the use 
of spirituality in therapy has been done, but there is still a great need for further research 
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(Eliason). The roots of social work are connected to spirituality (Bullis, 1996). 
Paradoxically, if a state or federal agency employs a social worker, the use or discussion 
of spirituality could violate agency policies because of the principle of separation of 
church and state (Canda & Furman, 1999). The debate continues concerning the use of 
spirituality in the social work curriculum, its role in treatment, and in the care of patients. 
Theoretical Framework 
Two primary theoretical elements are relevant to this study's framework. They are 
Herzberg's two-factor theory and Martin Buber's I and thou theory. Herzberg relates to 
the job satisfaction of workers, whereas Buber examines the spiritual nature of people. 
Herzberg's Two-Factor Theory 
By studying the job satisfaction of employees, one is able to analyze such issues 
as turnover of staff, quality of work, and cost effective strategies (Timmreck, 2001 ). The 
evaluation of job satisfaction began in 1959 when Herzberg presented the two-factor 
theory also know as the motivation-hygiene theory) in his book The Motivation to Work. 
In this book, Herzberg stated that job satisfaction and dissatisfaction were not related. 
Herzberg surveyed workers to evaluate when they felt enthusiastic and satisfied at work 
as opposed to when they felt frustrated and dissatisfied. Findings led him to state that 
workers acquire most of their satisfaction at work from the job itself. Basically, the job 
itself served as a motivator for employees. The nature.of the job is an important element 
in the choice of social work as a career because most of a social worker's time is spent 
with their clients (Marriott, Sexton, & Staley, 1994). In contrast, Herzberg found that 
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workers' dissatisfaction was derived from environmental factors such as policies, pay, 
and working conditions. 
Herzberg stated that job satisfaction and dissatisfaction are separate and distinct. 
Each has its own set of factors or influences. Factors needed to prevent job dissatisfaction 
were found to be.elements that played on the work environment. Herzberg (1 966) named 
these factors hygiene factors. Some examples of these factors are pay, administrative 
access, educational opportunities, supervision, and policies. When hygiene factors are not 
present, the result is job dissatisfaction, though the presence of hygiene factors does not 
create satisfaction .or serve as a motivator for the employee (Gawel, 1 997). 
Timmreck (2001 ) identified policies, organizational structure, supervision, salary, 
personal life, job security, and respect as hygiene factors for the healthcare and social 
work fields. When the job satisfaction of healthcare workers was evaluated, hygiene 
factors did not provide job satisfaction nor personal growth. This if an employee is 
unhappy he is not necessarily dissatisfied with the job, just as an employee who has no 
job dissatisfaction may not be experiencing recognition, achievement or growth within 
the job (Herzberg, 1 966; Timmreck). 
The use of hygiene factors as motivation for employees can lead to job 
dissatisfaction, though hygiene factors must be in place to assist the healthcare worker in 
moving on to the motivational factors that promote job satisfaction (Timmreck, 2001 ). 
However, most organizations have focused inherently on hygiene factors such as salary, 
policies, supervision, and organizational structure to increase the satisfaction of their 
employees, with little or no success (Herzberg, 1966). 
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Motivator factors were elements that promote job ·satisfaction (Herzberg, 1966). · · 
Again, these factors were separate and did not play into job dissatisfaction. For the 
healthcare industry as well as social workers, motivational factors have been 
achievement, recognition, responsibility, personal growth, and the job itself (Timmreck, 
2001). Of all the motivator factors, achievement has been the most important (Gawel, 
1997). 
Herzberg's two-factor theory has been controversial (Stamps & Piedrnonte, 1986). 
Some researchers have argued that Herzberg's theory is not completely valid, because it 
tested only one type of employee (Stamps & Piedmonte). Herzberg's study has been 
replicated and examined in combination with other work issues, with results both 
supporting and rejecting the theory. Darrow (1971) conducted a replication ofHerzberg's 
research with findings that only partially supported the two-factor theory; some of the 
hygiene factors affected job satisfaction. Another study that examined work values in 
· combination with job satisfaction and Herzberg's theory found that job satisfaction was 
separate from work values and did not support Herzberg's theory (Knoop, 1994). 
Buber's I and Thou Theory 
In addressing spirituality, Buber's I and thou theory has been divided into three 
areas of engagement: (a) relations with things of nature such as animals and trees, (b) 
relations with other people, and (c) relations with spiritual beings (Gordon, 2001). For the 
study the second and third areas, relations with other people and with spiritual beings, 
have been most pertinent. Gordon called the I and thou theory, "a simple human 
relationship in which what happens between the participants in the relationship is crucial" 
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(p. 115). He further state that relationships between humans are· the most common 'I and 
Thou' experience (Gordon). 
Buber believed that two types of relationships exist between people (Gordon, 
2001). First is the "I-It" relationship, which is where people go through life relating to 
others casually and as objects in their environment. The second type of relationship is th� 
"I and Thou" theory a relationship in which both parties choose to participate, real 
dialogue talces place, and the result is a growing, creative awareness of each other. 
Through this interaction one perspn sees the other as the thou, an entity that is separate 
from the I but not just an object encountered in everyday life. However, if both parties do 
not reciprocate in the relationship, the relationship fails. 
The I-thou is a model for the therapeutic interaction between the social worker 
and the client. For the therapeutic interaction to be successful, the social worker and 
client must choose to participate, create real dialogue, and see each other as individuals, 
not just obje�ts. If I-thou awareness is created, the therapeutic relationship will ·move 
forward to help the client. 
Buber further believed that relationships developed on the human level assist in 
developing relationships on other levels, such as spiritual beings (Campolo, 2000). 
Whereas other theorists such as Kant and Heidegger look at spirituality as a method of 
how to treat our fellow man, Buber' s  I and Thou theory also looks at our relationships 
with all beings as well as with a higher entity (Gordon, 2001; Kaufinan, 1970). 
Buber further believed that the I-thou is a means to exercise spirituality and 
pursue one's relationship with God (Gordon, 2001; Kaufinan, 1970). To enhance the 
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spiritual relationship, the individual, the I, must participate in the relationship with God, 
the thou, and be aware of God. 
Some social workers and educators have believed spirituality can be used as a 
strategy to help their clients ( Canda, 1 988). Incorporating spirituality into social work can 
be assisted by the I-thou theory. When the theory is applied to the social work field it 
emphasizes an I, being the social worker, who truly connects and relates to the thou, the 
client (Canda). However, for this to be successful, the social worker must be aware of the 
clients , spiritual and religious beliefs and be comfortable using them in the therapeutic 
process (Canda). The. social worker also must be aware of his or her personal belief 
system (Krieg, 1 998). The relationship between the social worker and client must be a 
genuine one with commitment from both parties, in accordance with the theory. Canda 
believed that when such a relationship existed, the social worker as well as the client 
could grow . 
. In summary, the primary focus of this study was to examine the effect of 
spirituality on job satisfaction. Herzberg,stTwo-factor theory and Buber's I and thou 
theory provided the essential framework for discussion of both spirituality and job 
satisfaction. Job satisfaction was examined using Herzberg's theory, and Buber's I and 
Thou theory assisted in the exploration of spirituality. 
Purpose of the Study 
The researchers' primary purposed of this study was to examine the relationship 
between social workers, current level of spirituality and their job satisfaction. This was 
done by surveying the social workers employed by Child & Family Tennessee (CFT). A 
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secondary purpose was to determine possible significant differences among job 
satisfaction, spirituality, and the demographic variables of age, gender, time employed by 
the agency, marital status, and ethnicity. 
Hypotheses of the Study 
Eleven hypotheses were fonnulated for this study. The primary hypothesis 
explored the relationship between spirituality and job satisfaction of social workers. In 
this study, spirituality was measured by the Finding Meaning and Purpose (FMPW) 
Survey (Ashmos & Duchon, 2000), and job satisfaction was measured by the Job 
Satis(action Survey (JSS) by Spector (1985). Ten secondary hypotheses explored various 
elements of job satisfaction among social workers. The following hypotheses were 
postulated for the purpose of this study: 
Hol : There will be no significant relationship between spirituality, as measured 
by FMPW, and job satisfaction, as measured by JSS, of social workers. 
Ho2: There will be no significant difference in job satisfaction based on the age 
of social workers. 
Ho3: There will be no significant difference in job satisfaction based on the 
gender of social workers. 
Ho4: There will be no significant difference in job satisfaction based on the 
amount of time social workers have been employed by CFT. 
Ho5: There will be no significant difference injob satisfaction based on marital 
status of social workers. 
Ho6: There will be no significant difference in job satisfaction based on ethnicity 
of social workers. 
Ho 7: There will be no significant difference in spirituality based on the age of 
social workers. 
Ho8: There will be no significant difference in spirituality based on the gender of 
social workers. 
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Ho9: There will be µo significant difference in spirituality based in the amount of 
time social workers have employed by CFT. 
Hol 0: There will be no significant difference in spirituality based on marital status 
of social workers. 
lfo l l :  There will be no significant difference in spirituality based on ethnicity of 
social workers. 
Assumptions of the Study 
Due to the scope of the study, it was difficult to conduct the study without 
assumptions. To accurately appraise the validity of the findings, these assumptions were 
identified. The following- assumptions were relevant to this study. 
1 .  The study assumed that the respondents were aware of, and reported honestly 
and accurately, their job satisfaction and spirituality. 
2. Child & Family Tennessee is a unique blend of social services and social 
workers in a complex environment. 
3. Because of its people-oriented and caregiving characteristics, the field of social 
work is general ly considered to be spiritual and could attribute its spirituality to 
increased job satisfaction. 
Delimitations of the Study 
Delimitations were restrictions placed upon the study by the researcher. In this 
study, the delimitations dealt with the population chosen for the study. The following 
delimitations were recognized in this study: 
1 .  The population was all of the social workers employed by CFT as of August 
27, 2003 . 
2. The JSS and the FMPW instruments .were thought to be the most effective 
instruments available to measure the data collected for the study. 
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Limitations of the Study 
Limitations were aspects of the study that were outside of the researcher's control.­
Such limitations could have affected the study's results. The following six limitations 
were relevant to this study: 
1. The entire social work population of one agency, CFT, was surveyed. 
2. This study was limited by the willingness and availability of CFT workers to 
respond in a timely fashion to the surveys. 
3 .  The researcher was dependent on the cooperation and approval of agency 
leadership and was limited to the guidelines set forth by the agency. 
4. Social worker positions were held predominantly by women. Though one 
hypothesis covered gender, the researcher was unable to control the 
distribution of gender or any other variables. Therefore, it was uncertain how 
these unknown or uncontrollable factors affected the research results. 
5 .  The findings of this study were valid only for the population surveyed. The 
data cannot be generalized to other populations. 
Definitions of Terms 
The following definition of words were pertinent to the study. Based upon the 
review of the literature and an understanding of those tenns commonly used in job 
satisfaction and spirituality studies, the following terms were defined for this study: 
I .  Age: As operationally defined for the purpose of the study, a person's 
development gauged by years. The following age categories were used: (a) 
under 20, (b) 21-30, (c) 3 1-40, (d). 41-50, (e) 5 1-60, and (f) over 60 years of 
age. 
2. Amount of time employed: The length of time that a person has worked for an 
organization. The following time frames were used: (a) 1 year or less, (b) 2-5 
years, {c) 6-10 years, (d) 11-15 years, (e) 16-20 years, (f) 21-25 years, or (g) 
26 years or more. 
3. Education: As operationally defined for the purpose of the study, instruction 
that a person receives to develop and use mental, moral and physical powers. 
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The following levels of education were used: (a) high school, (b) associate's, 
(c) bachelor's, (d) master's, (e) doctorate, or (f) other. 
4. Employment: As operationally defined for the purpose of the study, the state of 
being employed with an organization. Three employment levels were used: (a) 
full-time, (b) part-time, and (c) other. 
5. Ethnicity: As operationally defined for the purpose of the study, the racial or 
cultural ties relating to people. The following categories were used: (a) 
African-American, (b) Asian/Pacific Islander, (c) Hispanic, (d) Native 
American, (e) White, and (f) other. 
· · 
6. Finding Meaning and Purpose at Work (FMPW): A 66-question instrument 
that asks workers about their spirituality, their department, and the company as 
a whole. A seven-point Likert scale is given to allow the employee to rank their 
answers (Ashmos & Duchon, 2000). 
7. Gender: As operationally defined for the purpose of the study, the state of 
being either male or female based on distinguishable characteristics. The study 
listed the two gender categories of male and female. 
8. Job satisfaction: "The degree to which people like their.jobs" (Spector, 1 997, 
p. vii). 
9. Job Satisfaction Survey (JSS): A tool designed to measure the overall job 
satisfaction of subjects as well as nine different facets of job satisfaction 
(Spector, 1 997, p. 1 1 ). 
1 0. Marital status: As operationally defined for the purpose of the study, of or 
relating to marriage. The categories of marital status recognized in this study 
were (a) married, (b) separated, (c) divorced, (d) single, and (e) widowed. 
1 1 . Religion: Eliason (2002) described religion as a belief system composed of 
rituals that are performed. 
1 2. Social work: As operationally defined for the purpose of the study, a profession 
. that helps individuals, families, groups, and communities to improve their well­
being. Social work is concerned with individual and personal problems as well 
as with social issues such as poverty and domestic violence. 
1 3 . Social worker: As operationally defined for the purpose of the study, staff 
employed by CFT who perform social work-duties with families in the East 
Tennessee area. This term covers case managers, licensed social workers, 
residential case managers, and supervisors. 
1 3  
14. Spirituality: Cross (2001 )  defined spirituality as: "the complex and often 
conflicting nature of spiritual teachings, a sense of purpose and being, a sense 
of future, a sense of a higher power guiding and shaping our existence, a sense 
of seeking understanding of the mystery of human existence"(p. 1 ). 
Summary of the Chapter 
This chapter reviewed the significance of the study and the theoretical framework 
of the study concerning spirituality and job satisfaction. The purpose of the study as set 
forth was to examine the relationship between the participants' current level of 
spirituality and job satisfaction. A total of 1 1  hypotheses were described as the 
foundation of the study. Finally, the limitations, delimitations and assumptions of the 




REVIEW OF LITERATURE 
As noted earlier, job satisfaction is a well-researched topic that has been studied in 
conjunction with many other topics such as burnout, intent to leave a job, and stress. 
Spirituality has begun to be studied by researchers, although there are only a few 
examples that address spirituality and job satisfaction. No studies were found that 
combined spirituality and job satisfaction in the social work field. This literature review 
was undertaken to obtain insight into the evolutionary development of and current issues 
surrounding job satisfaction and spirituality. The literature review covered information 
concerning job satisfaction, spirituality, and the components of each in relation to social 
work. Studies that looked at various demographic components such as age, gender, time 
employed by the agency, marital status, and ethnicity also were covered in the literature 
review. 
Spirituality Component 
Cross (2001 ), stated, "It is said that we are spirits on a human journey'' (p. 1 ). 
Spirituality is many things to many people, and many believe that the early 21st Century 
marks the beginning of a spiritual revolution as well as a shift in thinking from an 
enlightened to a holistic viewpoint (Lakes, 2000; Okundaye, Gray, & Gray, 1999). Each 
person has a body and a spirit, which constitutes the spiritual dimension (Thompson, 
2000). Researchers and laymen alike cannot agree upon a single definition for spirituality; 
rather, it is a self-defined belief that is individual to each person because of culture, 
gender, ethnicity, and life experiences (Farran, Fitchett, Quiring-Emblan, & Burck, 1989; 
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Gotterer, 2001 ; Pullen, Tuck, & Mix, 1 996). Common to all definitions is a shared belief 
in a higher entity, a notion that is strong and guides lives (Gotterer). For the purpose of 
this study, spirituality was defined as=, "The complex and often conflicting nature of 
spiritual teachings, a sense of purpose and being, a sense of future, a sense of a higher 
power guiding and shaping our existence, a sense of seeking understanding of the mystery 
of human existence" (Cross, p. 1 ). 
Spirituality also has been seen as a coping skill that shapes values and as part of 
an individual 's personality (Ellor· et al., 1 999). As with any trying time such as the 
September 1 1 , 2001 attach on the Trade Center in New York City, people have turned to 
spirituality. Spirituality has been used to cope with the stress of a job and the everyday 
worries of life itself (Gotterer, 200 1 ;  Kelly, 2001). Advocates for spirituality have stated 
that it is a coping mechanism that affects a person's the behavior, values, and methods of 
communication (Canda, 1 997). It can also reduce stress for employees (Cavanagh & 
Bandsuch, 2002). Practitioners of holistic medicine have believed that spirituality is one 
of several mechanisms to be used in healing the body (Lakes, 2000). Practices of 
spirituality such as prayer and meditation have changed the brainwaves of patients and 
have assisted in calming people (Cross, 200 1). Moreover, spirituality can affect mental 
health, just as mental health can influence spirituality (Kamya, 2000). It often has been 
thought that spirituality refers only to eternity or another world beyond ours, a belief that 
has lead many to dismiss spirituality as a tool to be used to treat clients in the medical, 
mental health, or social work fields (Canda, 2002). 
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To some, spirituality has been linked directly to or considered to be the same as 
religion. However, many researchers have believed the two are separate, and everyone has 
a spiritual element in their lives, regardless of formal religious beliefs (Barrance, 1996; 
Canda, 1997; Farran er al., 1989). It also has been believed that religion emanates from 
spirituality, enhances spirituality, and gives people with like beliefs a structured· method 
of practicing their spirituality (Cross, 2001; Hodge, 2001; Farran et al.; Pullen et al., 
1996). Hodge further. stated , "Religion flows from spirituality" (p. 203), insinuating that 
without spirituality one cannot have religion. Spirituality does not have to be practiced or 
organized through a formal religion, hence it can exist without being connected to 
religion (Ashmos & Duchon, 2000; Cross; Lewis & Geroy, 2000). 
In the past decade, Americans have begun to make a distinction between 
spirituality and religion (Gotterer, 200 1). 'iii a 1994 Gallop Poll, Americans were asked 
how they _felt about religion and spirituality. Fifty-nine percent of respondents stated 
religion was very important to them, while 73% of respondents stated that spirituality was 
very important to them. Gallup reported that these numbers illustrated a difference 
between spirituality and religion in American's eyes. It should be noted that this study is 
focused on spirituality rather than religion. 
Due to past events, religion h�s been tainted and viewed unfavorably by many 
people ( Gotterer, 2001 ). Wars ·have been fought, and people have also been exploited and 
oppressed in the name ofreligion (Gotterer). Religion was used by Puritans as an excuse 
to physically abuse children (Canda, 1997). Puritans believed they were to beat the devil 
from the child. Most recently, it was discovered that Catholic priests have molested 
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children over a period of years. Some have believed the Catholic Church knew of the 
problem, yet turned a blind eye while children were exploited (Matingly, 2002). Despite 
these earlier connections and continued misconceptions, spirituality has begun to separate 
from religion, and the groundwork has been laid for a spiritual revolution (Lakes, 2000). 
Spirituality has not been easy to measure and cannot be measured by methods 
such as a Likert scale. "Spirituality is generally believed to be a phenomenon that is too 
soft, too nebulous, and too ill-formed for serious academic study. It is difficult to define, 
thereby rendering it nearly impossible to examine" (Mitroff & Denton, 1999, p. 84). 
When it is studied, researchers have not approached it as they have other topics. This has 
resulted in literature written from a subjective standpoint rather than from an academic 
research viewpoint (Mitroff & Denton). Social work and spirituality have contained 
similar goals such as favoring the growth of the client (Cascio, 1998). Also, each day 
social workers deal with problems, such as death, that touch the spiritual realm (Cascio). 
The age of employees has been studied to determine its impact on ·spirituality. 
Although results can vary depending on the population surveyed, most studies have found 
that older workers have a higher level of spirituality than younger workers (Brandt, 1996; · 
Conger, 1994; Looney, 2002; Tuck, Wallace, & Pullen, 2001). The writings of both 
Conger and Brandt stated that as the baby-boomer generation continues to age, their 
interest in spirituality increases. However, in a study of mental health nurses, Pullen et al. 
(1996) found that age yielded no significant differences in relation to spirituality. 
M�tal status also has been explored as an influence upon spirituality. In today's 
society, women are more likely to hold a career outside the home before and after 
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marriage (Oshagbemi, 2000). However, Looney (2002) found that a person's marital 
status did not affect spirituality. 
When comparing gender and spirituality, differing results have been found. 
Looney (2002) found no statistical differences. In studies by Tuck et al. (200 1) and Pullen 
et al. ( 1996), weak correlations were found; however, because of the low number of men 
in the Tuck et al. study, the results were not considered to be meaningful. 
The relationship between ethnicity and spirituality has been explored in several 
studies. Both Looney (2002) and Pullen et al. (1996) found no significant relationships 
between ethnicity and spirituality. In the Tuck et al. (2001) study, results leaned toward a 
significant difference;· however, due to the low number of non-white respondents, the 
results were not considered to be meaningful. 
Spirituality and Social Work 
In recent years, social work and psychiatry have begun to realize and recognize 
the benefit of spirituality in working with clients (Cross, 200 1 ). The roots of social work 
have been strongly connected with religion (Canela, 1997). As early as the 19th century, 
upper-class men and women of the church worked to address poverty and the problems 
that accompanied it (University of Michigan, 2003). These men and women formed 
settlement houses, such as the famous Hull House in Chicago, and later assisted in the 
formation of juvenile courts and the passage of child labor laws (University of Michigan). 
Social work has been classified as a spiritual field of service and has been a spiritual 
venture for social workers and clients alike (Canela, 1988; Canda & Furman, 1999). The 
field has been incomplete without the incorporation of spirituality (Gotterer, 2001). 
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The art of social work began with the charity of good citizens organized by 
religious leaders (University of Michigan, 2003). This idea is still present across America. 
Canda ( 1 997) stated that the beginning of the separation between religion and social work 
began when adults used religion as an excuse to physically abuse their children. Puritans 
believed they were to beat the devil from the child. Some religions have believed 
mentally ill individuals are possessed by demons or the devil. There was no recognition 
of the effects of severe trauma or a chemical imbalance of the brain. Since this· parting of 
the ways, social work has developed independently and has become a career that has been 
recognized all over the world (Canda, 2002). 
The field of  social work has embraced solid values, ethics, and a strong mission 
(Canda, 2002). Social workers have been a breed of individuals who have a longing to 
help others. · 1t has been a rewarding job, though emotionally exhausting at times 
( Occupational Outlook Handbook, 200 I ). It also has been thought that the values of the 
social worker have assisted them in the choice of their occupation (Kilby, 1 993 ). The 
minimum educational level for a social worker has been a bachelor' s  degree; however, it 
has been very important that social workers be responsible, emotionally mature, sensitive 
yet objective, able to work independently, trustworthy, and able to maintain good working 
relationships with their clients and peers ( Occupational Outlook Handbook). 
Social workers have been employed in a number of settings from private practice 
to government organizations to non-profit and for-profit agencies to religiously affiliated 
organizations. From hospitals, to nursing homes, to psychiatric settings to children' s 
homes, social workers provide services to all ages and genders with all manner of 
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physical and mental disorders. Social workers touch many lives, yet there are little data 
on their spiritual and religious affiliations and whether those affiliations are affected by 
the type of organizations with which they are employed (Bullis, 1996). It · has not been 
· known whether soc_ial workers working for religious organizations have a strong sense of 
spirituality and if that spirituality has influenced their job satisfaction (Bullis). 
Social work has been a topic considered difficult to research since it deals with 
people, individual feelings, problems, and a person's innermost thoughts. A single 
standard cannot be set to judge all these coinponents. Most topics dealing with people 
have been considered soft skills. There have been few studies that focus on social work 
and spirituality; however, the few studies there have been have focused on the inclusion 
of spirituality in the education of social workers (Okundaye et al. ,  1 999). Researchers 
have discovered that the social worker's personal beliefs, values, and spirituality play a 
role in the work with their clients on a daily basis (Eliason, 2000; Ellor et al., 1 999). No 
longer can the two be separated, and it is thought that a social worker can pass on their 
spiritual ideas to the vulnerable population they serve (Canda, 1997). 
Social workers are not unlike the clients they serve on a daily basis. They too face 
problems of everyday life. Social workers also have their own challenges and issues · 
(Gotterer, 2001 ). Like their clients, social workers have their own mixture of leamed and 
. taught spiritual beliefs that are special and specific to. them (Bullis, 1 996). Research has 
shown that social workers are less religious than the average population, and there usually 
is a spiritual gap between the social worker and the clients they serve (Bullis). In addition, 
social workers may be less religious than the people they work with, but the same social 
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worker could have a strong sense of spirituality that aids in making a connection with 
those religious clients (Bullis). In a study of mental health nurses, the client's spiritual 
needs were often overlooked during treatment mainly because of the caregiver' s lack of 
awareness of their own spirituality (Pullen et al. , 1 996). Gotterer placed the spirituality of 
social workers into three categories. The first category was comprised of social workers 
who themselves were spiritual, but could not recognize this same belief in others. 
Category two contained those that had not explored their own spirituality and were 
hesitant to learn more about it. The third category encompassed those that were 
completely opposed to spirituality or religion. 
It has been important for social workers to analyze and have an understanding of 
their own personal spirituality because it affects the care and treatment of their clients 
(Canda, 1988; Ellor et al. , 1 999; Loewenberg, 1988). Since the social workers must deal 
with many difficult topics, they must define their values and beliefs and their 
commitment to them, though this does not mean that this will prevent or solve all ethical 
dilemmas they will encounter in their career (Loewenberg). Spiritual belief has assisted in 
stress reduction and comfort for social workers (Schwab, 1996). Spiritual self­
examination also has assisted in identifying personal bias, the ability to respect a client's 
beliefs, and feelings on addressing spirituality with their clients (Cascio, 1998). By  being 
knowledgeable of their own spirituality, social workers have been less likely to be 
judgmental or projective (Cascio). Revealing questions can be asked to assist in finding 
what current spiritual books, ideas, or events have been important to the client, what 
spiritual experience has made a lasting impact on them, and who have been the most 
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prevalent people in their lives. By examining these details, the social worker can become 




In a study by Kelly ( 1995), counseling and therapy and ·their relationship to 
religion as well as spirituality were explored. Social workers reported a stronger 
relationship with spirituality than with religious beliefs (Kelly). The question was posed 
whether non-religious social workers treated religious clients differently. Results revealed 
there was no difference in the assessment or treatment of clients, regardless of their 
spirituality or religion, or the spirituality of the social worker (Kelly). Spirituality can be 
incorporated into the treatment plans of clients whether they have the same beliefs as the 
social worker or not. It merely takes awareness and assessment of the client's beliefs on 
behalf of the social worker (Canda, 1988) 
Researchers and educators alike have begun to discuss the concept of including 
classes about spirituality in the social work curriculum, though not without opposition 
(Canda, 1997). In recent years, social work has strived to become increasingly rational 
and linear, yet spirituality does not fit with this idea (Cascio, 1998; Damianakis, 200 1 ). 
Spirituality can be an effective tool in the therapy of clients; therefore, social work 
students should be taught about spirituality just as they are taught the ideas of Freud or 
other theories (Canda). Three concepts have been designed by Canda to assist educators 
in including spirituality in the social work curriculum. First, the person, or client, must be 
addressed as a whole, which includes looking at spirituality as well as physical, mental, 
and social elements. Secondly, all types of spirituality and religion would have to be 
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taught equally. Lastly, varying theories should be used to assist the student in realizing 
the differences and similarities in what is taught. 
Those who believe spirituality is an important element of social work practice 
have two important elem_ents on their side, the American Psychiatric Association's 4th · 
edition of The Diagnostic and Statistical Manual of Mental Disorders (DSM-N-TR) and 
the National Association of Social Workers (NASW) Code of Ethics. The DSM-IV-TR 
lists a mental health diagnosis code called Religious or Spiritual Problems. The diagnosis 
code states, 
'This category can be used when the focus . of clinical attention is a · 
religious or spiritual problem. Examples include distressing experiences 
that involve loss or questioning of faith, problems associated with 
conversion to a new faith, or questioning of spiritual values that may not 
necessarily be related to an organized church or religious institution' 
(American Psychiatric Association, 2000, p. 741). 
The use of this diagnosis illustrates the role of religion and spirituality in the life of 
clients (Cascio, 1998). Oftentimes, problems lead one to ask why an incident can happen 
and to question its connection to a higher power (Casio). Because social workers work 
with clients who are experiencing problems, questions such as these are encountered in 
nearly every client session (Cascio). 
The NASW (1980) stated that, 
' . . . the social worker should not practice, condone, facilitate or 
collaborate with any fonn of discrimination on the basis of race, color, 
sex, sexual orientation, age, religion, national origin, marital status, 
political belief, mental or physical handicap, or any other preference or 
personal characteristic, condition or status' (p. 954). 
Those in favor of including spirituality in treatment have believed this statement binds 
social workers to assess and address clients' spirituality. The choice of any therapeutic 
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method involves ethics and best practice guidelines (Dollarhide, 1997). Both the social 
worker and client can use spirituality in the treatment process effectively. Since 
spirituality is said to promote healing, the client can use it to assist in recovery. Social 
workers can use spirituality to improve the interaction between themselves and their · 
clients during treatment sessions (Eliason, 2000). 
There have been opponents to the concept of including spirituality and religion in 
the social work curriculum (Canda, 1997; Canda & Furman, 1999). Opponents of the use 
of spirituality have believed its inclusion is crude ·and barbaric, but generally have agreed 
that social workers should assess their client 's spirituality when conducting initial 
assessments. These opponents have feared that if social workers delve into spirituality, 
they could influence the client with their own beliefs because the . client is already in a 
fragile state (Canela, 1997). Furthermore, opponents of the clinical use of spirituality have 
not thought it was a tool that was useful in treating clients and have believed that it 
undermined social work and what it stands for (Canela & Furman). 
Job Satisfaction 
For the purpose of this study, job satisfaction was defined as "the degree to which 
people like their jobs" (Spector, 1 997, p. vii). Job satisfaction has been an important issue 
in the lives of workers. It not only has affected how the employee feels on the job, but it 
also has created a high level of job satisfaction and increased the mental health of the 
employee (Pearson, 1998). The Job Satisfaction Survey (JSS) measures the overall job 
satisfaction of subjects by using nine different facets of job satisfaction (Spector). Though 
job satisfaction has been analyzed by many researchers and managers alike, most of the 
25 
studies have focused on industrial companies, making it uncertain if the findings could be 
generalized to social work (Spector, 1985). Cranny and Smith ( 1 992) stated that the study 
of general satisfaction .often has been an antecedent for problems with specific job 
satisfaction areas: "General job satisfaction is one of the components of life satisfaction" 
(p. 9). An employee's overall job satisfaction has the potential to affect the way in which 
. the employee reacts to various problems or difficulties on the job (Cranny & Smith). 
Significant to this study are several subfactors of job satisfaction. They are age, 
gender, time employed by the agency, marital status, and ethnicity. One or more of these 
factors were researched in correlation with job satisfaction. 
The age of employees has been studied to determine its impact on job satisfaction. 
While results can vary depending on the population surveyed, most studies have found 
that older workers have a higher level of job satisfaction than younger workers (Hickson 
& Oshagbemi, 1 999; Oshagbemi, 2000; Siassi, Crocetti, & Spiro, 1 975). It has been 
believed that employees over the age of 40 have an increased coping capacity that is not 
dependent upon the length of time on the job (Siassi et al.). Young workers exhibit low 
levels of job satisfaction because they want more from their job than what it usually 
offers .(Hickson & Oshagbemi). Older workers have the advantage of seniority and 
experience and generally take less interest in hygiene factors of the job than younger 
workers do (Hickson & Oshagbemi). 
Marital status also has been explored as an influence on job satisfaction (Phillips­
Miller, Campbell, & Morrison, 2000). Due to changing views in today's society, women 
have been more likely to hold a career outside the home before and after marriage than 
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they have in the past (Oshagbemi, 2000). Depending ori the decade in· which a study was· 
conducted, one would obtain differing results on the effect of marital status on job 
satisfaction (Stamps & Piedmonte, 1 986). While it has been found that married women 
have higher stress levels than married men, no significant difference was found "in · the 
level of job satisfaction (Phillips-Miller et al.). Married men and womeri reported a 
difference in the professional issues that cause stress. Married women also stated that 
they received less support from their spouse when it came to their job (Phillips-Miller et 
al.). 
Certain attitudes toward work have been linked to marital status. Married 
employees have placed a greater emphasis on salary and have been generally less satisfied 
with their financial state than their single coworkers (Gorman, 2000). This lack of 
satisfaction with financial status has the potential to motivate the worker to strive _harder 
in his or her job performance in the hope of an increase in pay or higher paying position 
(Gorman). Since being married tends to correlate with dissatisfaction with pay, it has 
been thought that marriage decreases the level of overall job satisfaction as well 
(Gorman). 
Many differences have been identified between men and women in job 
satisfaction. Since the 1 950s, there has been a dramatic increase in the number of women 
in the workforce, and, in the future, this may not be a relevant factor to coordinate with 
job satisfaction (Oshagbemi, 2000; U.S. Department of Labor Women's Bureau, 2002). It 
has been thought that when comparing gender and job satisfaction, one could obtain 
varying results depending on the researcher, population surveyed, and the year of the 
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study (Dantzker & Kubin, 1 998). In a study of police officers, it was found that gender 
did not affect the level of job satisfaction (Dantzker & Kubin). A survey of healthcare 
workers also found that gender did not impact the employee 's job satisfaction (Decker, 
Wheeler, Johnson, & Parsons, 2001). Nevertheless, in a study of university professors, it 
. was found that women professors illustrated a slightly higher level of satisfaction with 
their job in comparison with their male counterparts (Oshagbemi). 
The relationship between educational level and job satisfaction has been explored 
in several studies (Hill, 2002; Looney, 2002). Education was a factor incorporated into 
each of the studies by Hill and Looney. When police officers were surveyed, it was found· 
t�at the higher the level of education, the higher the level of job satisfaction (Hill). 
Different findings were reported when nurses were surveyed. No significant difference 
was found between the educational level of nurses and their level of job satisfaction 
(Looney). 
Job Satisfaction and Social Work 
Several studies and surveys have been conducted concerning the job satisfaction 
of social workers. For example, Powers and Wells ( 1971 )  studied the possibility of 
different levels of job satisfaction between African American and White social workers; 
Marriott et al . ( 1 994) analyzed the job satisfaction of psychiatric social workers; Girdler 
(1 984) studied job satisfaction and burnout in social workers, .and Landsman (200 1 )  
looked at the commitment of public child welfare workers. 
Many studies have shown that the level of overall job satisfaction has the potential 
to affect the way in which a social worker reacts to various problems or difficulties on the 
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job (Cranny & Smith, 1 992). This could be crucial to a social worker who deals with 
crisis in people 's lives on a daily basis. The level of overall job satisfaction among social 
workers has been found to be low (Girdler, 1 984). This has correlated with social · 
work�rs' intentions to leave the4" jobs. 
Burnout often has been studied .in relation to job satisfaction. Social work 
positions have been highly susceptible to burnout, with as many as 40% of those surveyed 
having levels of burnout in the critical range (Dlugos & Friedlander, 200 1 ). When Girdler 
( 1 984) studied human service workers, it was presumed that a connection could be made: 
between their level of job satisfaction and burnout. The study discovered that human 
service workers' level of job satisfaction was low; however, no connection was found 
between burnout and job satisfaction. 
Social workers who work with children face a difficult job since they deal with 
the child's problems as well as the problems of the family (Landsman, 200 1). This can 
lead to high stress levels and a high turnover rate of staff (Landsman). To assist in the 
recruitment and retention of social workers, the job satisfaction and the commitment. of 
the workers was explored (Landsman). As suspected, job satisfaction i�fluenced the level 
of commitment and the intent of the worker to stay in the job. As with most social service 
jobs, the high volume of work had an effect on job satisfaction, commitment, and intent 
to stay in the job. One significant component of this study was that a social work degree 
or level of education had no impact on job satisfaction or commitment to the organization 
(Landsman). This result confirmed findings of a previous study in which education did 
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not have an impact on the level of job satisfaction of healthcare social workers {Mariott et 
al. ,  1 994). 
Marriott et al. ( 1 994) combined job satisfaction and the mental health field in an 
interesting study. They surveyed psychiatric social workers, analyzing components of 
their job satisfaction. In their research of previ_ous studies, healthcare social workers 
generally were found to have a high level of job satisfaction (Marriott et al.). Surveying 
psychiatric workers found the same results. An interesting point of this study was that the 
level of overall job satisfaction was higher than any of the job satisfaction sub­
components such as pay, supervision, work activities, and respect (Marriott et al.). 
Herzberg's theory also was supported because job satisfaction came from the motivator 
factors. The overall job satisfaction of the healthcare social workers was intrinsic to the 
job, just_ as Herzberg predicted with his theory (Marriott et al.). As defined by Herzberg's 
theory, the hygiene factors for healthcare workers were proven to be policies, rewards, 
relationships with coworkers, supervision, and job security. The motivational factors were 
proven to be the job itself, recognition, responsibility, and personal growth (Timmreck, 
200 1). 
Ethnicity has been an element rarely studied in combination with job satisfaction. 
One such study used two groups, one that included African-American social workers in 
Georgia and one composed of all white social workers located in· Tennessee (Powers & 
Wells, 197 1 ). After analyzing the overall data, numbers showed a slightly higher level of 
· overall job satisfaction among the white social workers. Because there was only a slight 
degree of difference, researchers were not sure if race proved to be a factor in job 
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satisfaction or if the location of the social workers proved to be the factor that slightly 
increased their level of job satisfaction. The final verdict resulted in no significant 
difference in the level of overall job satisfaction between African American and White 
social workers. 
As with most jobs that primarily help others, social work has been a field 
dominated by women, with nearly 70% of the population being female (Morawski, 1990). 
Since social work generally has been a low paying and non-traditional choice for men, 
. 
. 
Morawski hypothesized that male social workers would not exhibit the same level of job 
satisfaction as female social workers. However, this study yielded very different findings. 
Male social workers were just as pleased with their job and showed a higher level of 
satisfaction with their salary than female social workers (Morawski). Other studies also 
have proven that gender does not play a role in job satisfaction (Marriott et al., 1994). 
The age of social workers has varied. Most studies that measure age in correlation 
with job satisfaction has shown that younger employees exhibit a lower level of job 
satisfaction than do their older peers (Hickson & Oshagbemi, 1999; Marriott et al., 1994; 
Oshagbemi, 2000; Siassi et al., 1975). In one such study using psychiatric social workers 
as the target population, age did not make a significant difference in job satisfaction 
(Marriott et al.). 
Spirituality and Job Satisfaction 
Today's workforce management has become increasingly focused on the worker 
as a whole, not just the productivity level of that person (Covey, 1989; Senge, 1990). This 
would seem to include spirituality. Each person has a body and a spirit, giving each of us 
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a spiritual dimension (Thompson, 2000). Spirituality has helped to develop .personal 
attributes such as ethics while assisting a worker with stress (Cavanagh & Bandsuch, 
2002; Ellor et al., 1 999). In addition, spirituality can create a more spirited workplace, 
which in tum could make the organization more profitable (Mitroff & Denton, 1 999) 
In looking at spirituality in the workplace, Mitroff & Denton ( 1 999) interviewed 
human resource executives. A significant finding of the study was that most respondents 
who considered their company to be spiritual also thought the company was more 
profitable and superior to their competitors (Mitroff & Denton). Both populations 
believed strongly that religion and spirituality were different. Sixty percent of respondents 
had positive views of spirituality and negative views of religion, whereas 8% of the 
respondents had a negative view of spirituality and religion, and nearly 100% ·or them 
believed in a higher power or God (Mitroff & Denton). Each population considered · 
spirituality to be a topic that could be discussed freely in the workplace, whereas religion 
was not. 
In the last few decades, several new diversity-related issues have become 
prominent in the workplace (Lewis & Geroy, 2000). Some of these issues are sexual 
orientation, obesity, and the needs of the working parent; .therefore employee spirituality 
may be the next topic of focus under diversity (Lewis & Geroy). At one time, issues such 
as sexual orientation and obesity were considered taboo in the workplace, just as 
spirituality has been. Because of the similarities between these issues and spirituality in 
the workplace, it has been expected that spirituality in the workplace will .one day be seen 
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as a diversity or cultural issue (Lewis & Geroy). Spirituality in the workplace may be the 
last taboo topic present in the world of management (Mohamed et al., 2001 ). 
Though research in the area of spirituality in the workplace is still in its infancy, 
one such study has developed a theory of three levels of spiritual beliefs in the workplace 
(Lewis & Geroy, 2000). Level one reflects employees who do not believe iri spirituality; 
however, members of this category are rare. Level two is found most common in the 
workplace and represents employees who have a medium belief in spirituality. Level 
three includes e�ployees with a very high level of spiritual belief, but these are 
considered to be a minority in the workplace. 
As adults, a great deal of our life is spent in the work setting, making the work 
environment a major component in the development of our spirituality (King & Nicol, 
1 999). Traditionally, aspects of work such as supervisory styles have been analyzed and 
used as management tools to effect the retention of employees (Brewer, 1 998). However, · 
management professionals have begun to look at spirituality as a management tool to be 
used to relieve the stress of employees, reduce turnover rates and absenteeism, and 
increase productivity and morale (Cavanagh & Bandsuch, 2002; Thompson, 2000). Most 
recently, the spiritual aspects of the works of Covey (1 989) and Senge (1 990) have been 
recognized as possible change models to be used in the business world. Organizations . . 
that have incorporated spiritual development have had employees who perform better 
than employees who do not have the opportunity for spiritual development (Ashmos & 
Duchon, 2000; Konz & Ryan, 1999). When non-spiritual companies were compared with 
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companies that have a strong spirited corporate culture, it was found that the spirited 
companies were stronger and more profitable (Cavanagh & Bandsuch). · 
Using spirituality as a management tool and bringing it into the office has been a 
difficult task (Conger, 1 995). Conger recognized two significant barriers to incorporating 
spirituality into the workplace. First, the United States has been very cognizant of the 
separation of religion from other areas; resulting in a great respect for religion and 
spirituality. This has made employees hesitant to openly discuss spirituality in the 
workplace. Secondly, Americans, in general, have believed that practicing spirituality or 
religion is a private and personal act, and only spiritual leaders should practice such 
things publicly. While employees may want to practice their spirituality at work and 
management would like to implement spirituality in the workplace, the problem arises 
that neither are aware of models or guidelines that can assist in the practice (Mitro ff & 
Denton, J999). Though employees are longing to be able to exhibit their spirituality at 
work, they do not want to offend their coworkers (Mitroff & Denton). When employees 
were asked if spirituality was an appropriate topics for the workplace, many agreed that it 
was more appropriate outside the workplace, even though they felt certain aspects, such 
as values, were relevant topics for the workplace (Mitroff & Denton). 
Some managers and employees alike have believed that working at a nonprofit 
agency automatically equated to being spiritual (Mi troff & Denton, 1 999). This has been 
an incorrect assumption because the spiritual atmosphere is dependent on the 
organization and not whether it is a nonprofit or a for profit company. The organization 
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itself has been the factor that dete:nnines spirituality, not the profit status of the 
organization (Mitroff & Denton). 
An interesting survey was conducted of care professionals who had previously 
spent time in some type of religious order. These past priests or nuns were now nurses or . 
social workers and had left the religious life due to loss of faith, lack of support, or 
feeling isolat�d or too restricted (Grawford, Nolan, & Brown, 1998). Each of the people 
surveyed agreed that their spirituality was extended into their new caring jobs and felt the 
two professions overlapped (Crawford et al_.). In a study surveying the effect of 
spirituality on the job satisfaction of nurses, a strong correlation was found between 
spirituality and job satisfaction (Looney, 2002). However, no significant difference was 
found between spirituality and demographic variables such as gender, years in the nursing 
profession, marital status,· years with the organization, education, or ethnicity (Looney). 
The concept of shQwing spirituality at work and how it affects work has been 
assessed. Companies thought to be spiritual by thefr employees received more in the way 
of perfonnance, were more dedicated and were happier at work than employees of 
companies not thought to be spiritual (Mitroff & Denton, 1999). Although different 
definitions of spirituality were gathered from respondents, common themes included 
informality, nondenominationality, universality, timelessness, purposefulness of life, 
inner peace, and the sacredness of everything (Mitroff & Denton). Fox (1994) gave the 
following definition of work: "Work comes from inside out; work is the expression of our 
soul, our inner being. It is unique to the individual; it is creative" (p. 5). Thus, if this is 
true, spirituality comes from connectedness to a job (Ashmos & Duchon, 2000; Fox). 
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Conclusions of the Chapter 
As the business world continues to search for effective management tools, it is 
thought that spirituality will become a key factor in the future. Spirituality in the 
workplace may be the last taboo topic present in the world of management (Mohamed et 
al ., 200 I ). People spend a majority of their time in the workplace, thereby making it a 
significant factor in the development of spirituality (King & Nicol, 1999). This factor has 
created a setting for the spiritual revolution that is to come (Lakes, 2000; Okundaye et al., 
1 999). 
The roots of the social work field are connected to spirituality (Canda, 1 997). In 
recent years, the field of social work has begun to realize the benefit spirituality can have 
in the treatment of clients (Cross, 2001). The spirituality of the social worker has been 
important as well. To successfully use spirituality in the treatment of clients, social 
workers must be aware of their own spirituality (Canda, 1 988; Ellor et al., 1 999; 
Loewenberg, 1 988). 
The job satisfaction of social workers has been explored by other researchers in 
combination with demographic variables, such as gender, marital status, age, and level of 
education, with varying results. Social work is a stressful job; however, it could be that 
the job satisfaction level of the social worker is fairly high because workers often are 
drawn to the occupation (Kilby, 1993) satisfaction is gained from the job itself (Marriott 
et al., 1 994 ). 
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The information and studies detailed in this literature review illustrate the 
significance of spirituality, its connection to social work, and the impact it can have on 
job satisfaction if included in the workplace. Each individual has a spiritual dimension 
(Thompson, 2000). Research shows spirituality.can help with coping, relieve stress, and 
our mental health (Cavanagh & Bandsuch, 2002; Ellor et al., 1 999; K.amya, 2000). Most 
importantly, if incorporated into the workplace, spirituality can increase an organization's 
profitability (Mitroff & Denton, 1999). 
Spirituality has been a controversial topic (Canela, 1 997; Cascio, 1 998; 
Damianakis, 2001 ). Depen�ing on the study and the area in which it was conducted, one 
could find that research on spirituality and its effects on job satisfaction yielding varying 
results. However, it appears that there is more to job satisfaction. than pay and benefits. 
Job satisfaction is a complex topic with many variables. Results are contingent on which 
facets are explored and on where the research is conducted. 
Much research can be found concerningjob satisfaction, with some studies that 
are specific to social workers. However, research concerning spirituality in the workplace 
is very sparse. Also, little information can be found that examines at spirituality and job 
satisfaction in correlation with the social work profession. 
Because little information is available on spirituality and job satisfaction among 
social workers, the results of this study would be available to others and could assist them 
in further research. The researcher also plans to distribute results to CFT. The agency will 
be able to use the results to change, adapt, or create new policies or programs to address 
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the needs of the social worker in the agency. Other social service agencies as well as 
associations such as the Association of Tennessee Social Workers could benefit from the 




The purpose of the study was to examine the relationship between social workers' 
current level of spirituality and job satisfaction. A secondary goal was to examine 
possible relationships among job satisfaction, spirituality, and other demographic 
measures such as age, gender, time employed by the agency, marital status, and ethnicity. 
This chapter, Chapter ID, outlines and discusses the procedural aspects of the 
research. Topics covered are population, study variables, data collection procedures, 
instrumentation, and data analysis. 
Research Methodology 
To analyze the levels of job satisfaction and spirituality of social workers, the 
Finding Meaning and Purpose at Work (FMPW) (Ashmos & Duchon, 2000), and Job 
Satisfaction Survey (JSS) (Spector, 1985) were used in conjunction with a researcher­
developed instrument to collect demographic data. Data were obtained by surveying all 
social workers of Child & Family Tennessee. 
Population of the Study 
The population for this study was social workers from CIT, a 74-year-old social 
services agency headquartered in Knoxville, Tennessee. Child & Family Tennessee had 
233 full and part-time employees as of August 27, 2003. In 2002, CFT served more than 
20,000 residents in 25 counties of East Tennessee. Many of the services were performed 
in the community, with the Knoxville office serving as the main hub for communications. 
The population consisted of all staff who performed direct social service work and were 
39 
employed by CFT as of August 27, 2003. Such jobs as human resources, maintenance, 
accounting, and secretarial jobs were excluded in the survey. A total of 22 staff were 
excluded because these jobs did not directly work with clients and did not meet the 
definition of a social worker. 
To gain entry and privileges to CFT, the researcher submitted a proposal to the 
President/CEO that outlined the scope of the study. The Human Subjects Committee of 
CFT approved-access to the staff members who would be the target population for the 
study. A letter of permission can be found in Appendix A. 
Instrumentation Used in the Study 
Two instruments were used in this study. The Job Satisfaction Survey (JSS), 
which measured the overall job satisfaction of employees and the Finding Meaning and 
Purpose at Work (FMPW) tool, which measured the spirituality of employees." These 
instruments were chosen for their reliability, cost, administration time, and length/number 
of questions. It was believed that using these two instruments in combination would 
reflect accurate levels of spirituality and job satisfaction in the population. 
Job Satisfaction Survey 
Though many instruments have been developed to measure job satisfaction of 
industrial employees, the JSS was developed specifically to measure the job satisfaction 
of human service workers and employees of nonprofit agencies (Spector, 1985). While 
the JSS scored overall job satisfaction, it also scored nine subscales of job satisfaction 
that were specific to human service workers and nonprofit agencies (Spector). The 
subscales were pay, promotion, supervision, fringe benefits, contingent rewards, 
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operating conditions, coworkers, nature of work, and communication. Each subscale 
contained four questions resulting in nine scores derived from the nine subscales. One 
score reflecting the over�ll job satisfaction was obtained by adding the 36 items together 
(Spector, 1997). 
Spector (1 997) stated the JSS coefficients for internal consistency range from .60 
to .9 1 on each of the nine it�ms with only the coworkers facet tanking below the 
minimum coefficient standard of .70. The test-retest reliability results range from .37 to 
.74. Validity scores of the JSS range from .6 1 to .80 (Spector). 
The JSS contained a total of 36 questions that were answered by circling a number · 
from 1 through 6. A score of 1 indicated that the social worker disagreed very much; a 4 
indicated the social worker agreed slightly; and a 6 indicated the social worker agreed 
very much. The simplicity and low number of items allowed subjects to spend a short 
amount of time to complete the survey, and it was easy for the researcher to understand 
and administer to the population. Scoring was relatively easy because the total of all items 
equaled the overall job satisfaction and the nine subcategories were calculated by four 
questions each. Permission to use the JSS was obtained in 1 999 by purchasing Spector's 
( 1 997) book, Job Satisfaction: Application, Assessment, Causes and Consequences. 
Appendix C contains a copy of the permission statement included in the book. 
The Job in General (JIG) instrument, another instrument available in Spector's 
book, was also considered for the study (1 997). This instrument did not measure facets or 
subcategories of job satisfaction and only measured the overall job satisfaction of 
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subjects. The lack of availability of the survey and that it yielded only one score were 
elements that dissuaded the researcher from choosing the JIG. 
Finding Meaning and Purpose at Work 
The Finding Meaning and Purpose at Work (FMPW) survey, a recent instrument 
developed by Ashmos and Duchon (2000), was chosen by the researcher to measure the 
spirituality of the population. This instrument was developed to measure and observe 
spirituality in the workplace. The FMPW was developed based on a review of literature 
contributing to inner life, meaningful work, and community. After the instrument was 
created; a panel of experts reviewed it. The panel review agreed on the items and were 
satisfied with the instrument's validity. 
Finding Meaning and Purpose at Work contained 66 questions that addressed the 
following factors: inner life, meaningful work, and community. A pilot project was 
performed in four hospitals across America. A seven-point Likert scale was used to allow 
the. employee. to _rank their agreement or disagreement with each statement. If a 
participant ranked an answer as 1 ,  this indicated the social worker disagreed strongly with 
the statement. A 4 indicated that the social worker neither agreed nor disagreed with the 
statement, and a 7 indicated the social worker strongly disagreed with the statement. 
Questions 1 -34 addressed individual attitudes about themselves and their immediate work 
environment. Questions 35-50 asked the individual to describe their work unit. Questions 
5 1 -60 asked the individual to describe their organization as a whole. The instrument had a 
good reliability rating with alphas ranging from .69 to .93 (Ashmos & Duchon, 2000). 
Content and construct validity must be addressed systematically over time. Permission to 
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use the FMPW was obtained in September 2002. A letter of permission can be found in 
Appendix B. 
In searching for an instrument to measure spirituality, two additional instruments 
were reviewed. First, the Spiritual Well-Being Scale was reviewed for possible use in 
evaluating the spirituality of employees. After further consideration, it was found that the 
instrument was best used to measure spiritual distress or the lack of spirituality in 
individuals (Ellison, 1983). Secondly, Fitchett's 7 x 7 model was considered (1993). This 
instrument looked at seven spiritual dimensions including meaning and beliefs, 
experience and emotions, courage and growth, ritual and practices (Fitchett;· Hodge, 
200 1). After further consideration it was believed that this instrument lent itself to 
individualized development and religious practices rather than a measurement of current 
spirituality. 
. . . 
Demographic questions were generated by the researcher and correlated with the 
hypotheses for the study. Demographic information was obtained concerning the social 
workers age, gender, time employed by the agency, marital status, and ethnicity. 
Pilot Study 
A pilot study was not conducted for this study. The reliability and validity of the 
chosen instruments were demonstrated through previous research; therefore, it was not 
necessary to conduct a pilot study. In addition, other �imilar studies have been performed 
. using the instruments supporting their reliability and validity ( e.g. Looney, 2002). 
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Data Collection 
The researcher reviewed the goals and purpose of the study with CFT staff. At the 
monthly supervisors meeting in April 2003, a presentation to agency supervisors was 
conducted by the researcher. Once the study was underway, flyers that outlined 
information about the survey were sent to all off-site locations. The researcher'.s phone 
number and e-mail address were made available to the staff so that she could be contacted 
�ith questions about the study. 
The total number of employees was obtained from human resources. The number 
of employees in human resources, maintenance, accounting, and secretarial positions 
were obtained from human resources. These jobs ( a total of 22 people) were excluded 
from the study because these jobs did not involve direct work with clients and did not 
meet the definition of a social worker. A listing of all supervisors was obtained from the 
administrative secretary. All supervisors, a total of 17, were contacted and asked if the 
researcher could attend their next staff meeting to present the study to their staff for 
participation. 
At each staff meeting the researcher took a few minutes to introduce herself, 
outlined the purpose of the study, reviewed the informed consent form and 
questionnaires, the prize drawing process, and answered any questions that arose. Each 
social worker received a packet consisting of the JSS, the FMPW, demographic 
questions, an informed consent form, a comment sheet, and an envelope. Each packet 
was coded to assist the researcher in tracking the number of packets distributed and 
completed and by what CFT department. After the social workers completed the 
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information packet, they were instructed to remove the prize drawing sheet form, which 
requested their name and phone number. This sheet served as the entry form for the prize 
drawing. The prize drawing form and the informed consent were the only forms that 
asked for the social worker's identifiable information. These two forms were separated 
from each other and from the completed survey to ensure confidentiality. The social 
. workers were asked to place their completed surveys in the small envelope they received. 
Each individual envelope completed at the staff meeting was placed in a large manila 
envelope and mailed to The University of Tennessee. 
Staff not present at the staff meeting obtained the same packet ( consisting of the 
JSS, the FMPW, and demographic questions, an informed consent form, comment sheet, 
and an envelope) with the addition of a cover letter through interoffice mail. The cover 
letter (see Appendix D) introduced the researcher, outlined the purpose of the study, the 
informed consent form, the questionnaires, the prize drawing process, and included the 
phone number and e-mail address of the researcher so that the social worker could contact 
her with any questions. Social workers were asked to return the survey within two weeks 
of receipt. Each packet was coded, which assisted the researcher in tracking surveys that 
were not returned. 
It was anticipated that not all supervisors would allow the researcher to attend 
their staff meeting. Social workers who worked for such a supervisor received the same 
packet of information as employees who were absent from their staff meeting. These 
social workers received their packets through interoffice mail. The packet included a 
survey ( consisting of the JSS, the FMPW, and demographic questions), an informed 
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consent form, comment sheet, a self-addressed stamped envelope, and a cover letter. The 
cover letter ( see Appendix D) introduced the researcher, outlined the purpose of the 
study, the infonned consent form, the questionnaires, the prize drawing process, and 
included the phone number and e-mail address of the researcher so that the social worker 
could contact the researcher with any questions. Social workers were asked to return the 
survey within two weeks of receipt. Each packet was coded, which assisted the researcher 
in tracking surveys that were not returned. 
A follow-up letter was sent two weeks later as a reminder to complete the survey 
and to help increase the return rate of the study. Each follow-up letter ( see Appendix J) 
was sent through inter-office mail. All employees were asked to return the survey within 
two weeks of receipt. 
Data Analysis 
The demographic information was taken and divided into the categories of age, 
gender, time employed by the agency, marital status, and ethnicity. The social workers' 
overall level of job satisfaction was measured by the JSS. Each of the nine subscales were 
also tallied, resulting in a total of 10 scores. The overall job satisfaction levels and the 
nine subscales (i.e., pay, promotion, supervision, fringe benefits, contingent rewards, 
operating conditions, coworkers, nature of work, and communication) of all subjects were 
compared to the demographic variables to either accept or reject applicable each 
hypotheses. 
For each completed FMPW instrument, the sum of all 66 answers for all items 
was tallied, giving an overall score for spirituality. The scores for each of the three 
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subsections, individual attitude ( questions 1-34), work unit ( questions 35-50), and 
organization ( questions 51-66) were scored and compared" to the overall spirituality score 
to reject or accept applicable hypotheses. 
Data obtained from the demographic sheets were analyzed using descriptive 
statistics, including frequency counts, mean scores, and standard deviations. Because this 
research focused on determining significant differences, the first hypothesis was tested 
using a scatter diagram as well as the Pearson r correlation coefficient, which was used 
on the overall scores and the subscale scores of the FMPW and the JSS. 
Inferential statistics were used to find the reliability of the instruments. 
Cronbach' s Alpha was used to access the internal reliability of each of the scales. 
Questions on the FMPW and the JSS scale overall scores required a one-way analysis of 
variance (ANOV A). The ANOV A was used to determine significant difference among 
the null hypotheses 2- 1 1. The demographic variables of age, gender, time employed by 
the agency, marital status and ethnicity were the independent variables, along with the 
overall FMPW and the overall JSS scores were the dependent variables for the one-way 
ANOVA. 
The multivariate (MANOV A) was used for the FMPW and JSS subscales analysis 
for hypotheses 2-1 1 .  The MANOV A was used to determine significant difference among 
the subscales and demographic variables. 
Summary of the Chapter 
In this chapter, the methods and procedures utilized in the study were outlined. 
The study took place using social workers from CFT. To collect the data, the researcher 
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used two distribution methods: social workers ·completed surveys at their staff meeting 
and those absent from staff meetings or those who were not -contacted through staff 
meetings received a survey through interoffice mail. Both groups received a survey 
(consisting of the JSS, the FMPW, and demographic questions), an informed consent 
form, a comment sheet, and an envelope. Those not reached through staff meetings also 
received a cover letter and self-addressed stamped envelope so they could return the 
survey to The University of Tennessee. All surveys were coded for tracking purposes and 
tallied for results. Overall job satisfaction and nine subscales of job satisfaction of social 
workers were obtained as well as an overall spirituality rating and scores for three 
spirituality subscales. Upon completion of the data analysis, the results were distributed 
to CFT and printed in thesis format. 
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CHAPTER IV 
ANALYSIS OF DATA AND FINDINGS 
The purpose of the study was to explore the relationship between job satisfaction 
and spirituality among social workers. Also, this study determined if there were any 
significant differences in job satisfaction and spiri tuality based on the selected variables 
of (a) age, (b) gender, (c) time employed by the agency, (d) marital status, and (e) 
ethnicity. As described in Chapter Ill, a survey of all social workers at Child & Family 
Tennessee was conducted to further these purposes. In this chapter, the results of that 
survey are presented. 
Response Rate 
Surveys were distributed to 21 1 - social workers employed by CFT; The entire 
number of employees at CFT was 233. However, 22 staff were not included in the survey 
because their jobs did not provide direct care to clients and did not meet the definition of 
a social worker. The 22 excluded staff were employees in human resources, maintenance, 
accounting, and secretarial positions. Survey distribution to social workers was done in 
two ways: (a) the researcher attended the social workers' departmental staff meeting and 
explained, distributed, and collected the survey; and (b) the survey was sent to social 
workers by interoffice mail because they were not present at the staff meeting the 
researcher attended, or the social workers' supervisor asked the researcher to distribute 
the survey via this method in lieu of attending a staff meeting. 
A listing of all departmental supervisors was obtained from the administrative 
secretary. All supervisors, a total of 1 7, were contacted to obtain permission to attend 
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their next staff meeting and present the study to their staff. Eleven of the 17  supervisors 
scheduled times for the researcher to attend their departmental staff meetings. Staff of the 
remaining six supervisors received their survey through interoffice mail. 
Employees not present at the staff meeting received the same information as those 
who attended, but with the addition of a cover letter explaining the .survey and the study. 
Each packet was coded, which allowed the researcher to track surveys that were not · 
returned. 
Six of the 1 7  supervisors contacted by the researcher stated they preferred the 
researcher to distribute the surveys to their staff by other means. Five of these six were 
supervisors of adolescent group homes and did not have regularly scheduled staff 
meetings and the remaining supervisor worked with a domestic violence shelter. Each of 
the six supervisors operated programs that required coverage 24 hour, 7 days a week by 
staff who were employed part-time, full-time, or as relief coverage. This made it very 
difficult to hold a single staff meeting with all of the staff present. 
Throughout the course of the study, 2 1 1 surveys were distributed. A total of 1 1 3 
surveys were returned, and a return rate of 55% was achieved during the first distribution 
of surveys. After the distribution of a follow-up letter to the 96 nonrespondents, 1 6  
additional surveys were received. A total of 1 29 surveys were returned. This resulted in 
an overall return rate of 61 .2%. 
Demographic Results 
Participants were asked to provide demographic data concerning their age, gender, 
time employed by the agency, marital status, and ethnicity. Of the 1 29 social workers who 
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returned surveys, 127 responded to the demographic questions. Frequencies were 
calculated for -each demographic characteristic. Table 1 illustrates the comprehensive 
demographic results for age, gender, time employed by the agency, marital status, and 
ethnicity. 
The age of the social workers consisted of the following: 40 social workers 
(38.6%) were between the ages of 21-30 years of age; 38 (29.9%) were between the ages 
of 31-40; 20 (15.7%) were between the ages of 41-50; 13 (10.2%) were between the ages 
of 51-60, and 7 (5 .5%) were 60 years of age or older. 
The gender of the responding social workers was predominantly female. Of the 
social workers who responded to this question, 24 (18.9%) were male and 103 (81.1%) 
were female. Regarding ethnicity, 96 (75.6%) were White; 28 (22%) were African 
American; 1 (.8%) was Asian/Pacific Islander; 1 (.8%) was Hispanic, and 1 (.8%) was 
Native American. The majority of social workers, 75.6% were White, while 24.4% were 
non-White. 
Of the social workers who responded to the demographic question concerning 
education, the majority, 102 (80.3%) held bachelor's ormaster's degrees. A total of 14 
(11 %) graduated from high school; 5 (3.9%) held an associate degree; 60 (47.2%) held a 
bachelor's degree; 42 (33.1%) held a master's degree; and 6 (4.7%) responded their 
educational level as other. It was discovered that the category of doctorate degree was not 
needed because none of the respondents held this level of education. 
Demographic question three inquired of the social worker's marital status. Of the 
social workers who responded to this question, 44 (34.6%) were married; 3 (2.4%) were 
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Table 1 
Participant Demographic Information (N=129) 
Variable and level of responses Frequency Valid % Cumulative % 
Age 
2 1 -30 years of age 49 38.6 38.6 
3 1 -40 years of age 38 29.9 68.5 
4 1 -50 years of age 20 1 5 .7 84.2 
5 1 -60 years of age 1 3  1 0.2 94.4 
60+ years of age 7 5 .5 99.9 
Total 1 27 99.9 99.9 
Gender 
Male 24 1 8.9 1 8 .9 
Female 1 03 8 1 . 1  100.0 
Total 1 27 100.0 100.0 
Marital status 
Married 44 34.6 34.6 
Separated 3 2 .4 37.0 
Divorced 22 1 7 .3 54.3 
Single 56 44. 1 98.4 
Widow 2 1 .6 100.0 
Total 1 27 1 00.0 1 00.0 
Ethnicity 
African-American 28 22.0 22.0 
Asian-Pacific Islander 1 0.8 22.8 
Hispanic 1 0.8 23.6 
Native American 1 0.8 24.4 
White 96 75 .6 1 00.0 
Total 127 1 00.0 100.0 
Education 
High school 1 4  1 1 .0 1 1 .0 
Associates 5 3 .9 14.9 
Bachelor's 60 47.2 62. 1 
Master's 42 33 . 1 95 .2 
Total 1 27 1 00.0 1 00.0 
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Table 1 (continued) 
Variable and level of responses Frequency Valid % Cumulative % 
Years with CFf Tennessee 
1 year or less 58 45.7 45.7 
2-5 years 34 26.8 72.5 
6-10 years 18 14.2 86.7 
11-15 years 15 11.8 98.5 
16-20 years 2 1.6 100.0 
2 1-25 years 0 0 0 
26 years or more 0 0 0 
Total 127 100.0 100.0 
Years in the social work profession 
2 years or less 37 29. 1 29. 1 
2-5 years 26 20.5 49.6 
6-10 years 26 20.5 70. 1 
11-15 years 18 14.2 84.3 
16-20 years 10 7.9 92. 1  
2 1  years or more 10 7.9 100.0 
Total 127 100.0 100.0 
Employment status 
Full-time 109 85.8 85.8 
Part-time 12 9.4 95.3 
Other 6 4.7 100.0 
Total 127 99.9 99.9 
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separated; 22 (17.3%) were divorced; 56 (44. 1 %) were single, and 2 (1 .6%) were 
widowed. 
Originally, a total of seven categories were listed for the number of years the 
social worker had been employed by CFT. Of those responding, no social worker had 
worked for CFT longer than1 6-20 years; therefore, the categories of 2 1 -25 years and 26 
years or more were deleted, resulting in the use of five categories. The following numbers 
illustrate the number of years social workers had worked for CFT: 58 (45.7%) had 
worked 1 year or less; 34 (26.8%) had worked for 2-5 years; 1 8  (1 4.2%) had worked for 
6- 10 years; 1 5  (1 1 .8%) had worked for 1 1 - 1 5  years; and 2 (1 .6%) had worked for 1 6-20 
years. 
Results for the question asking the number of years in the social work profession 
proved to be more evenly divided. The respondents indicated the following years of social 
work experience: 37 (29. 1 %) had 2 years or less; 26 (20.5%) had 2-5 years; 26 (20.5%) 
had 6- 10  years; 1 8  (1 4.2%) had 1 1 - 1 5  years; 1 0  (7.9%) had 1 6-20 years of experience; 
and 10 (7 .9%) had 2 1  years or more. 
The majority of social workers who responded to the surveys were employed full­
time at CFT. A total of 1 09 individuals (85 .8%) were employed full-time, while 1 2  
(9.4%) were employed part-time. A total of 6 social workers (4.7%) indicated the other 
category. It is thought these six social workers were relief workers who may or may not 
have another job.  
Of the 129 returned surveys, 35 (27 . 1  % ) social workers made comments. Of the 
35 comments, 6 mentioned pay and benefits; 8 mentioned issues with the organization or 
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management; 7 mentioned the job itself; 2 commented on the survey; four commented on 
their spirituality; and the remaining 8 comments were miscellaneous in nature and 
covered a wide range of issues and topics (Appendix K). 
Reliability Results of Surveys 
Two instruments were used to collect data for this study, the Job Satisfaction 
Survey (JSS) by Spector ( 1985) and the Finding Meaning and Purpose at Work (FMPW) 
by Ashmos and Duchon (2000). It was necessary to check the coefficient alpha of the 
instruments on this population to assure that the total and subscale scores of both surveys 
had sufficient reliabilities to interpret results. The resulting reliability coefficient for the 
overall JSS was .'88, and the overall reliability for the FMPW was .95. 
The JSS had nine subscales. The resulting reliability coefficients for the JSS 
subscales were .68 for pay, . 79 for promotion, .66 for supervision, . 79 for benefits, . 74 for 
contingent rewards, .24 for operation procedures, .63 for coworkers, .80 for nature of 
work, and .74 for communication. Five of the nine subscale reliabilities were above .70 
and were considered acceptable with the exception of pay, supervision, coworkers, and 
operation procedures, which fell below .70 (Cohen, 1988). Therefore, caution should be 
used when intetpreting results based on these subscales with unacceptable reliabilities. 
The FMPW had three subscales. The reliability coefficients for the FMPW were 
.89 for individual attitude, .93 for work unit, and .95 for the organization. Each of the 
three FMPW subscales were above . 70 and were considered to be acceptable. 
55 
Comments From Respondents 
At the end of each survey, social workers had the opportunity to add comments. 
Of the 1 29 social workers who returned completed surveys, 35 (27. 1 %) wrote comments. 
As a means of organizing the comments, they were grouped into categories based on the 
context of the comment. Comments were organized into six categories : management, pay 
or benefits, the job itself, comments about the survey, comments about spirituality, and 
miscellaneous comments. Name and departments listed in the comments were changed to 
'X' to provide confidentiality. Otherwise, responses were recorded exactly the way they 
were written on the survey. To see all the comments, please see Appendix K. 
A sampling of comments from each of the -five categories included: 
I .  Management: "I love working with kids and I'm good at what I do. I work 
about 50-60 hours a week for Child & family and I feel unappreciated by 
upper management and like they feel I'm very replaceable. Those who work 
hard, are dedicated, and are good need to be appreciated. When you see a staff 
tum over rate as high as Child & Family's you have to question why are 
people leaving and what about my future? I am one that wants to grow in the 
organization, help the organization, but I fear I will never get that opportunity 
to. ' 
2. Pay or Benefits: 'Our insurance is not good & we haven't had raises since I 
became employed here - over 3 years ago. Other social service agencys have 
raises & better benefits. '  
3 .  The Job Itself: 'My job is satisfying in the sense that I can give back to the 
community. I hope I am seen as a positive role-model to the clients I work 
with each day. My coworkers, clients, and mentors make my job enjoyable -
by appreciating what I do each day. ' 
4. Comments About the Survey: 'This was an excellent survey, with a lot of 
great questions that really force you to honestly evaluate what you like and 
don't like about your job, especially from a spiritual, values standpoint. ' 
5 .  Spirituality: 'Without my spirituality I would be ineffective in my job. ' 
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6. Miscellaneous Comments: 'CFT has been a great place to work. It is a great 
concern of mine that the priorities that made this agency are now the items of 
least concern. · Priorities in the past were mainly the welfare & safety of clients 
and staff. Presently priorities seem to be of personal gain. CFT can be a 
model of what a social service agency should be. ' 
Although applying statistical or collective data analysis on the comments was not 
part of the study, the researcher noticed some interesting trends. These observations have 
been discussed in Chapter V. 
Summary of Results From 
the JSS and FMPW 
The JSS asked social workers to answer 36 questions about their job. A Likert 
scale was used that ranged from 1 (disagree very much) to 6 (agree very much). The 
overall mean score of the JSS was 3 .9 with a standard deviation of .65 .  The subscale 
mean scores on the JSS ranged from 2.6 (pay) to 5 .0 (nature of work). Table 2 shows the 
overall means and standard deviations for the JSS subscales and the overall JSS score. 
The FMPW also used a Likert scale, with a range of 1 (disagree strongly) to 7 
(agree strongly). The overall mean score of the FMPW was 5.2 with a standard deviation 
of .71. The subscale mean scores on the FMPW ranged from .89 for individual atti tude to 
.95 for organization. Table 3 shows the overall means and standard deviations for the 
FMPW subscales and the overall FMPW score. 
Hypotheses 
H0J: There _was no significant relationship between spirituality and job 
satisfaction of the social worker. 
A correlational statistical analysis was perfonned and the data were examined to 
determine if a significant relationship existed between spiri tuali ty and job satisfaction 
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among social workers at CFT. A scatter diagram, as seen in Figure 1 ,  was plotted to 
visually determine whether a relationship existed between spirituality, as measured by the 
FMPW, and job satisfaction, as measured by the JSS. The relationship was linear, 
positive, and strong (r = .56). 
The Pearson r coefficient correlation for the overall and subscales of spirituality in 
the workplace scales and the overall and subscales of job satisfaction (Table 4) indicated 
a significant correlation of .747 (p < .05). This overall view of the relationship established 
between spirituality and job satisfaction supports the scatter diagram in Figure I by 
demonstrating a strong positive relationship between these two variables. However, 
Airasain and Gay (2000) stated that a high correlation between two variables does not 
necessarily mean that one causes the other. They further stated that even though 
correlational relationships do not establish cause and effect relationships, the existence of 
a high correlation does allow prediction. The higher the correlation, the greater the 
likelihood that the two variables (spirituality and job satisfaction) establish a relationship 
and the greater the accuracy of predictions based on the relationship (Airasian & Gay). 
Therefore, it could be predicted from the data that the higher the level of spirituality, the 
higher the level of job satisfaction. 
Results of this study were similar to a recent study by Looney (2002), where the 
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Figure 1 .  Scatter Diagram of Linear 





Pearson r Coefficient Correlation Matrix for FMPW and JSS 
FMPW FMPW FMPW · FMPW 
subscale subscale subscale Total 
Individual Work Unit Organization Score 
JSS subscale 
Pay .547 .438 .673 .634 
.000 .000 .000 .000 
129 128 1 27 1 29 
Promotion .450 .241 .55 1 .48 1 
.000 .006 .000 .000 
1 29 128 . 1 27 1 29 
Supervision .503 .465 .397 .528 
.000 .000 .000 .000 
129 128 1 27 1 29 
Benefits .368 .247 .452 .4 1 3  
.000 .005 .000 .000 
129 128 1 27 1 29 
Contingent 
rewards .488 .401 .640 .560 
.000 .000 .000 .000 
129 128 1 27 1 29 · 
Operating . 1 82 . 1 14 .228 . 1 95 
policy 
.039 .202 .0 10  .027 
129 128 · · 127 1 29 
Coworkers .41 8 .338 .399 .47 1 
.000 .000 .000 .000 
129 128 1 27 1 29 
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Table 4 continued 
FMPW FMPW FMPW FMPW 
subscale subscale subscale Total 
Individual Work Unit Organization Score 
Nature of work .7 1 5  .46 1 .529 .690 
.000 .000 .000 .000 
129 128 1 27 129 
Communication .547 .438 .673 .634 
.000 .000 .000 .000 
129 1 28 1 27 129 
JSS Total .641 .476 .721  .707 
.000 .000 .000 .000 
129 128 1 27 129 
p < .05 
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strong correlation between spirituality and job satisfaction. The findings of this study 
further support Looney' s fin�ings. 
The data supported a statistically significant relationship between the overall and 
three subscales of spirituality and overall and nine subscales of job satisfaction. 
Therefore, null hypothesis 1 was rejected. 
H,,2: There was no significant difference in job satisfaction based on the age 
of the social workers. 
The independent variable of age was divided into the following categories: 21-30 
years of age, 3 1-40 years of age, 41-50 years of age, 5 1-60 years of age, and 60 years of 
age or older. The most highly represented group (N = 49 or 38.6%) was social workers 
between the ages of 21-30. The ANOVA (Univariate) for overall JSS and age resulted in 
F(4, 127) = 3 .808. A significant difference was found (p < .05). The job satisfaction of 
social workers ages 21-30 was higher and varied significantly from the level of job 
satisfaction for social workers ages 31-40 and 5 1-60. 
Similarly, the results of the MANOVA (Multivariate) were run to determine if any 
JSS subscales differed in regard to age. As shown in Table 5 ,  a significant difference was 
found in the subscales of pay, contingency rewards, and communication. The areas of 
pay (p < .001), communications (p < .O l 1), and contingency rewards (p < .001) subscales 
for the youngest social workers (ages 21-30) again di�fered from social workers ages 3 1-
40 and 51-60. 
These findings disagree with the studies performed by Hickson and Oshagbemi 
(1999), Oshagbemi (2000), and Siassi et al. (1975). Each of these studies found that older 
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workers had higher levels of job satisfaction and younger workers had lower levels of job 
satisfaction. This was attributed to younger workers wanting more from their job than it is 
able to offer; whereas, the older worker has the advantage of seniority, experience, and 
generally takes less interest in hygiene factors such as pay, administrative access, 
educational opportunities, supervision and policies. 
Results for the JSS subscales of pay, supervision, and contingency rewards and 
the level of overall job satisfaction were significantly different based on age at .05 or less. 
This, null hypothesis 2 was rejected. 
H,,3: There was no significant difference in job satisfaction based on the 
gender of the social workers. 
The responding social workers were predominantly female. Of the social workers who 
responded to this question, 24 (1 8.9%) were male, and 1 03 (8 1 . 1%) were female. This 
created an unequal population distribution. The ANOV A on overall JSS and age resulted 
in F(l , 1 27) = .004, p = .950. A significant difference was not found (p > .05). Similarly, 
the results of the MANOV A were run to determine if any JSS subscales differed in regard 
to gender. Only the subscale area of promotion (.059) yielded interesting results. Again, 
no significant difference was found (. 1 00). Results for the JSS subscales yielded no 
significant difference. 
This finding agreed with the study done by Dantzker and Kubin (1 998), Marriott 
et al. (1 994), and Decker et al. (200 1)  that stated gender did not impact the level of job 
satisfaction. The results further supported the results ofMorawski 's ( 1 990) study that 
specifically targeted the social work field, a field dominated by females. As found in this 
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study, Morawski also found that male social workers were just as happy with their job as 
their female coworkers. 
Neither the overall job satisfaction nor the job satisfaction subscales yielded a 
significant difference concerning gender. Therefore, null hypotheses 3 was not rejected. 
Ho4: There was no significant difference in job satisfaction based on the 
amount of time social workers have been employed by CFT. 
Social workers were asked the number of years they had been employed by CFT. 
Of those responding, no social worker had worked for CFT longer than 16-20 years; 
therefore, the categories of 2 1 -25 years and 26 years or more were deleted, resulting in 
the use of five categories. The following numbers illustrate the number of years the social 
wor;kers had worked for CFT: 58 (45 .7%) had worked 1 year or less; 34 (26.8%) had 
worked for 2-5 years; 1 8  (14.2%) had worked for 6- 10  years; 1 5 (1 1 .8%) had worked for 
1 1 -1 5 years; and 2 (1 .6%) had worked for 1 6-20 years. Based on the ANOV A of the 
overall job satisfaction and the amount of time employed by CFT, results were F( 4, 1 27) 
= 3 .045, p < .05 indicating a significant difference. 
Next, a MANOV A was run to determine if any subscales of the JSS differed with 
regard to the amount of time employed by CFT. Analysis showed a significant difference 
in the overall JSS subscales and with benefits (p < .034), contingent rewards (p < .002), 
pay (p < .001)  an� coworkers (p < .004). This is illustrated in Table 6. Social workers 
employed 1 year or less by CFT showed the highest satisfaction with operating conditions 
and contingency rewards. 
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Table 6 
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A clear pattern was found of decreasing job satisfaction the longer a social worker 
was employed at CFT. These findings disagreed with the study by Looney (2002) which 
found that the amount of time employed did not affect the level of spirituality. 
Significant differences based on the amount of time employed with CFT were 
found in the overall job satisfaction level and four of the nine job satisfaction subscales. 
Null hypotheses 4 concerning the amount of time a social worker was employed by CFT 
and job satisfaction was rejected. 
HoS: There was no significant difference in job satisfaction based on marital 
status of the social worker. 
Demographic question three inquired of the social worker's marital status. Of the 
social workers who responded, 44 (34.6%) were married; 3 (2.4%) were separated; 22 
(17.3%) were divorced; 56 ( 44.1 %) were single; and 2 (1.6%) were widowed. The 
ANOVA on overall job satisfaction and marital status resulted in F(4, 127) = .664, p = < 
.05. There was no significant difference. Similarly, the results of the MANOVA (.580) 
showed no significant difference. 
The findings of this study concerning the lack of a relationship between job 
satisfaction and marital status agree with the studies conducted by Phillips-Miller et al. 
(2000). However, this study's findings do not suppor/the fi�dings of Gorman (2000) who 
stated marital status did affect job satisfaction. 
No significant differences were found in the overall level of job satisfaction or the 
nine subscales. Thus, null hypothesis 5 was not rejected, indicating that marital status has 
no bearing on the level of job satisfaction. 
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Ho6: There was no significant difference in job satisfaction based on ethnicity 
of the social worker. 
The demographic responses for ethnicity indicated an unequal distribution of the 
five ethnic categories: 96 (75.6%) were White; 28 (22%) were African American; one 
(.8%) was Asian/Pacific Islander; one (.8%) was Hispanic; and one (.8%) was Native 
American. The majority of social workers, 75.6%, were White, while 24.4% were non­
White. The ANOV A on overall JSS and ethnicity resulted in F( 4,127) = 1.979, p = . 102. 
A significant difference was not found (p > .05). 
Similarly, the results of the MANOV A were run to determine if any JSS subscales 
differed in regard to ethnicity. A significant difference was found with the nature of the 
work (.0 19). Furthermore, these findings support the results of the study done by Powers 
and Wells (1971) that also stated ethnicity did not impact the level of job satisfaction. 
No significant difference was fourid in the overall job satisfaction. A significant 
difference _was found only in the JSS subscale nature of the work at .019. Because the 
overall JSS and eight of the nine subscales yielded no significant difference, null 
hypotheses 6 was not rejected. 
Ho 7: There was no significant difference in spirituality based on the age of the 
social workers. 
The independent variable age consisted of the_ following categories: 21-30 years of 
age, 3 1-40 years of age, 41-50 years of age, 51-60 years of age, and 60 years of age or 
older. The �ost highly represented group (N = 49 or 38.6%) was social workers between 
the ages of 21-30. The ANOVA on overall FMPW and age resulted in F(4, 127) = 3.076. 
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A significant difference was found (p < .05). Social workers aged 60+ reported the 
highest level of spirituality. This result is in agreement with the writings of Conger (1994) 
and Brandt ( 1 996) that state as the baby-boomer generation continues to age their interest 
in spirituality will increase. A 200 I study by Tuck et al. also found that older workers had 
the highest level of spirituality. 
A MANOVA was.run to determine if any FMPW subscales differed in regard to 
age. As shown in Table 7, no significant difference was found in the subscales of 
individual attitude (.071 ), work unit (.436), or organization (. 1 5 8). 
This finding agrees with the studies done by Looney (2002) and Tuck et al. 
(2001 ), which studied job satisfaction and spirituality of nurses. These findings stated a 
significant difference was found between the variable of age and spirituality. Findings of 
this study disagree with the study of mental health nurses, where Pullen et al. (1996) 
found that age yielded no significant differences in relation to spirituality. 
Results for the FMPW overall score and subscales differed. The overall FMPW 
score yielded a significant difference, while the subscales did not. Null hypothesis 7 was 
rejected on the basis of the overall FMPW score. 
HoB: There was no significant difference in spirituality based on the gender of · 
the social workers. 
The gender of the responding social workers was predominantly female. Of the 
social workers who responded to this question, 24 (1 8.9%) were male, and 103 (8 1. 1 %) 
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FMPW and gender resulted in F(l ,127) = p < .429. A significant difference was not 
found at the p > .05. 
Similarly, a MANOV A was run to determine if any FMPW subscales differed in 
regard to gender. No significant difference was found in the subscales of individual 
attitude (.886), work unit (. 783), or organization (.276). 
These findings support the study performed by Looney (2002), which did not find 
statistical differences between gender and spirituality. This study disagrees with the study 
results from Pullen et al. (1996) where a weak correlation was found between gender and 
spirituality. The results of this study were very similar to the 2001 study of Tuck et al. 
where again, no significant differences were found between gender and spirituality; 
however, due to the low number of males in the Tuck et al. study, as well as in this study, 
any findings were not considered to be meaningful. 
Results for the FMPW overall score and subscales were not significant concerning 
gender. Therefore, null hypothesis 8 was not rejected. 
Ho9: There was no significant difference in spirituality based on the amount 
of time social workers have been employed by CFT. 
Social workers were asked the number of years they were employed by CFT. Of 
those responding, no social worker had worked for CFT longer than16-20 years; 
therefore, the categories of 21-25 years and 26 years or more were deleted, resulting in 
the use of five categories. The following numbers illustrate the number of years a social 
worker had worked for CFT: 58 (45.7%) had worked 1 year or less; 34 (26.8%) had 
worked for 2-5 years; 18 (14.2%) had worked for 6-10 years; 15 (11.8%) had worked for 
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1 1-15 years; and two (1.6%) had worked for 16-20 years. Based on the ANOVA for the 
overall FMPW score and the amount of time employed by CFT, results were F(4, 127) = 
2.668,p = < .05, thereby indicating a significant difference: 
A MANOV A was run to determine if any FMPW subscales differed in regard to 
the amount of time employed at CFT. As illustrated in Table 8, no significant difference 
was found in the subscales of individual attitude (.3 10), or work unit (.587); however, the 
score for organization (.046) yielded a significant difference. 
The level of spirituality was significantly different (much lower) for social 
workers who had been employed by CFT the longest, 16-20 years. Social workers 
employed 1 year or less had the highest level of spirituality. This also correlates with the 
finding that older social workers had the lowest level of job satisfaction. 
Findings for this hypothesis differ with those sited in the study by Looney (2002) 
and Pullen et al. (1996). Each of these studies looked at the spirituality of nurses, and data 
did not find a significant difference between the participant's years with their current 
organization and spirituality. 
Results for the FMPW overall score and the organizational subscale were 
significantly different based on the amount of time employed at CFT. Null hypothesis 9 
was rejected on this basis. 
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Table 8 
Analysis of Variance for Amount of Time 

























HolO: There was no significant difference in spirituality based on marital status 
of the social worker. 
Demographic question three asked of the social worker's  marital status. Of the 
social workers who responded to this question, 44 (34.6%) were married; 3 (2.4%) were 
separated; 22 (17.3%) were divorced; 56 (44. 1 %) were single; and 2 (1.6%) were 
widowed. The ANOV A on the overall FMPW score and marital status resulted in 
F(4,127) = 1 . 1 5 1 , p  = .336. There was no significant difference found at the p > .05 
level. 
Similarly, a MANOV A was run to determine if any FMPW subscales differed in 
regard to marital status. No significant difference was found in the subscales of individual 
attitude (.802), and organization (.384). The subscale work unit did show a significant 
difference (.037). 
This finding agrees with the study performed by Looney (2002). Looney's study 
found no significant difference between the variable of marital status and spirituality. 
Results for the FMPW overall score and two of the three subscales concerning 
marital status were not significantly different. Therefore, null hypothesis I O  was not 
rejected. 
H0l l: There was no significant difference in spirituality based on ethnicity of 
the social worker. 
The demographics for ethnicity indicated an unequal distribution of the five ethnic 
categories: 96 (75.6%) were White; 28 (22%) were African American; one (.8%) was 
Asian/Pacific Islander; one (.8%) was Hispanic; and one (.8%) was Native American. The 
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majority of social workers, 75.6%, were White, while 24.4% were non-White. The 
ANOVA on FMPW and ethnicity resulted in F(4,127) = 2.020, p = .096. A significant 
difference was not found at the p > .05 level. 
A MANOV A was run to determine if any FMPW subscales did not differ in 
regard to ethnicity. A significant difference was not found in the subscales individual 
attitude (.052), though it was very close, and work unit (.103). The subscale organization 
(.012) did show a significant difference, however. 
Findings from this study are in agreement with Looney's (2002) and Pullen et al. 
(1 996) studies where no significant difference between ethnicity and spirituality were 
found. The results of this study were very similar to the 2001 study of Tuck et al. where 
again, no significant differences were found between ethnicity and spirituality; however, 
because of the low number of non-White respondents the results were not considered to 
be meaningful. 
Results for the FMPW overall score and two of the three subscales did not differ 
significantly based on ethnicity. Null hypothesis 11 was not rejected. 
Summary of the Chapter 
Results from social workers employed by CFT were presented in this chapter. 
Social workers completed surveys with questions concerning demographic 
characteristics, the JSS, and the FMPW. Null hypotheses 2-11 were tested using ANOVA 
and MANOV A at the p > .05 level of significance. Hypothesis I was tested with the 
Pearson r and a scatter diagram. 
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The overall response rate was 61 .2%. Noteworthy demographic results revealed 
the following: a majority (8 1 . 1 %) of the social workers were female; the majority of 
social workers were White (75 .6%); the majority of social workers (85 .8%) were working 
full-time at CFT; nearly half of the social workers (44 . 1  %) were single; nearly half of the 
social workers (47.2%) held at least a bachelor's  degree; nearly half of the social workers 
( 45 . 7%) had been employed by CFT for I year or less; almost a third (29. I%) of the 
social workers had 2 years or less experience in the social work profession; and the 
largest age group (38 .6%) was 21 -30 years of age. 
The reliabili ty of the survey was strong overall. The overall and subscales for the 
JSS and FMPW were analyzed using Cronbach's Alpha. The JSS had a reliability 
coefficient of .88 .  The resulting reliability coefficients for the JSS were .68 for pay, . 79 
for promotion, .66 for supervision, .79 for benefits, .74 for contingent rewards, .24 for 
operation procedures, .63 for coworkers, .80 for nature of work, and .74 for 
communication. All subscale reliabili ties were above . 70 and were acceptable with the 
exception of pay, supervision, coworkers, and operation procedures, and coworkers, 
which fell below . 70. 
The overall FMPW had a reliability coefficient of .95. The resulting coefficients 
for the three subscales of the FMPW were .89 for individual attitude, .93 for work unit, 
and .95 for organization. All subscales were above .7() and were considered acceptable. 
In testing hypothesis I ,  a relationship was established between spirituality and job 
satisfaction. The scatter diagram in Figure I illustrated a strong positive relationship that 
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existed between job satisfaction and spirituality. From the data, it could be predicted that 
the higher the level of spirituality, the higher the level of job satisfaction. 
After data analysis was completed, hypothesis 3 (job satisfaction and gender), 
hypothesis 5 (job satisfaction and marital status), hypothesis 6 (job satisfaction and 
ethnicity), hypothesis 8 (spirituality and gender), hypothesis 1 0  (spirituality and marital 
status), and hypothesis 1 1  ( spirituality and ethnicity) did not yield significant differences. 
Therefore, these hypotheses were not rejected. 
In contrast, hypothesis 2 (job satisfaction and age), hypothesis 4 (job satisfaction 
and amount of time employed by CFT), hypothesis 7 ( spirituality and age), and 
hypothesis 9 (spirituality and amount of time employed by CF1) were rejected. 
Significant differences were found between the independent variables and dependent 
variables for these four hypotheses. It was found that age affected spirituality and job 
satisfaction, while the amount of time employed at CFT affected both spirituality and job 




RECOMMENDATIONS, AND IMPLICATIONS 
This chapter summarizes the study and reviews the major findings of the study. 
From the study' s results, several conclusions and recommendations have been made. The 
chapter closes with implications for future research on spirituality in the workplace and 
job satisfaction in the social work profession. 
Summary Overview 
The purpose of this study was to examine the relationship between spirituality and 
job satisfaction among social workers. This was done by surveying the social workers 
employed by Child & Family Tennessee. A secondary purpose was to determine possible 
relationships between job satisfaction, spirituality, and the demographic variables of age, 
gender, time employed by the agency, marital status, and ethnicity. 
The population for the study was social workers from CFT, a 74-year-old social 
services agency headquartered in Knoxville, Tennessee with approximately 233 full and 
part-time staff. The population consisted of all staff who performed direct social service 
work. The overall return rate for the study was 61 .2%. Most respondents were single, 
White females employed full-time. The reliability coefficients for the Job Satisfaction 
Survey (JSS) and the Finding Meaning and Purpose at Work (FMPW) were .88 and .95, 
respectively. The nine subscales for the JSS varied in reliability, ranging from .24 for 
operation procedures to .80 for nature of work. The three FMPW subscales varied in 
reliability, ranging from .89 for work unit to .95 for organization. 
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Frequencies were calculated demographic information including age, gender, time 
employed by the agency, marital status, and ethnicity. Mean scores and standard 
deviations were calculated for age and time employed by the agency since these were the 
demographics that yielded significant differences. 
The results for hypothesis 1 indicated a significant relationship between 
spirituality and job satisfaction. A scatter diagram was completed and illustrated a strong, 
positive relationship between job satisfaction and spirituality. From the data, it could be 
predicted that the higher the level of spirituality, the higher the level of job satisfaction. 
Univariate analysis of variance (ANOV A) was used to total the overall JSS and 
FMPW scores while the multivariate analysis of variance (MANOV A) was used to total 
the subscales of the JSS and FMPW. Both the ANOVAs and MANOVAs were used to 
test hypotheses 2- 1 1 .  Null hypothesis 2 (job satisfaction and age), hypothesis 4 (job 
satisfaction and amount of time employed by CFT), hypothesis 7 (spirituality and age), 
and hypothesis 9 (spirituality and amount of time employed by CFT) were rejected. There 
were significant differences based on age and the amount of time employed by CFT. 
There was a siginificant difference in job satisfaction and spirituality of social 
workers based on age. Specifically, younger social workers had higher levels of job 
satisfaction and spirituality than their older counterparts. This finding disagreed with 
most research studies (Hickson & Oshagbemi, 1999; Oshagbemi, 2000; Siassi et al., 
1975 ; Pullen et al ., 1 996). Traditionally, older workers have higher l�vels of job 
satisfaction than younger workers. Older workers have the advantage of seniority and 
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experience and take less interest in hygiene factors such as pay, administrative access, 
educational opportunities, supervision, and policies. 
Because of the high turnover rate at CFT, older workers do not necessarily have 
seniority, and their rates of pay are nearly the same as that of the younger employees. The 
comments suggest that older workers at CFT also pay attention to hygiene factors, 
particularly pay, which is an issue because most workers have gone 3-5 years without a 
pay increase. As shown in Table 5, pay and contingent rewards yielded significant 
differences at the .00 1 level, further indicating that social workers at CFf consider some 
hygiene factors. This finding is significant only to CFT ·and is thought to be due to the 
organization's environment. 
The finding that age affects spirituality agrees with findings from the studies done 
by Looney (2002) and Tuck et al. (2001 ), but disagree with findings from Pullen et al. 
( 1996). Pullen et al. found that age yielded no significant differences in relation to 
spirituality. While these findings agree with Looney and Tuck et al., only this study found 
that the younger workers had higher levels of spirituality than that of older workers. It is 
not clearly known why this is the case. Again, this result is thought to be significant only 
to CFT and the culture of the organization. 
A clear pattern of decreasing job satisfaction the longer a social worker was 
employed at CFT was found. These findings disagreed with findings by Looney (2002) 
that indicated the amount of time employed did not affect spirituality. This result might 
be directly correlates with the findings surrounding age and job satisfaction. With nearly 
46% of the social workers being employed by CFT for 1 year or less, the high turnover 
8 1  
rate at CFT might contribute to this finding. When there is a high turnover rate, a great 
burden befalls the remaining employees and can cause dissatisfaction. 
The level of spirituality was significantly different (much lower) for social 
workers who had been employed by CFT the longest, 1 6-20 years. Social workers 
employed 1 year or less had the highest level of spirituality. Because the researcher does 
not know the spiritual practices of the employees, it is difficult to determine why the 
older workers have a lower level of job satisfaction than their younger peers. This could 
be contributed to the high turnover rate, the work environment, or personal spiritual 
practices of the older employees. 
After data analysis was completed, hypothesis 3 (job satisfaction and gender), 
hypothesis 5 (job satisfaction and marital status), hypothesis 6 (job satisfaction and 
ethnicity), hypothesis 8 (spirituality and gender), hypothesis 10 (spirituality and marital 
status), and hypothesis 1 1  (spirituality and ethnicity) did not yield significant differences 
in the data. Therefore, these hypotheses were not rejected. 
As noted in Chapter III, social workers received surveys via two methods. First, 
the researcher informed 96 social workers about the study in person at 1 1  staff meetings. 
A total of 88 of these social workers returned surveys. Secondly, 1 1 5  social workers 
received surveys, along with a cover letter informing them of the details of the study 
through interoffice mail. A total of 41 of these social workers returned surveys. The 
researcher used ANOV As and MANOV As to determine if how the social worker 
received the survey made a difference in their scores. There were no significant 
differences for the overall JSS (p < .21 7) or the overall FMPW (p < .204). Only the JSS 
82 
subscale of contingency rewards (.037) had significant difference based on method of 
survey distribution, though supervision (.089) was very close. Of the FMPW subscales 
only the work unit (.007) reflected a significant difference based on how study materials 
were received. Therefore, it is determined that how the social worker received the survey 
did not affect their scores. 
At the end of each survey, social workers had the· opportunity to make additional 
comments. f:\lthough comments were not an official part of the study, a cursory summary 
of the findings proved to be very interesting. As illustrated in Appendix K., the comments 
were divided into six categories: (a) management, (b) pay o� benefits, (c) the job itself, (d) 
the survey, (e) spirituality, and (f) miscellaneous comments. Practically all of the 
comments concerning management and pay and benefits were negative whereas most 
comments about the job itself were positive. Most notably, these comments were very 
similar to the results that Herzberg (1966) found when he conducted the survey that was 
the basis for his theory of motivation and hygiene. 
As noted in Chapter I, Herzberg found that workers' dissatisfaction was derived 
from environmental factors such as policies, pay, and working conditions. When hygiene 
factors are not present, the result is job dissatisfaction, though the presence of hygiene 
factors does not create satisfaction or serve as a motivator for the employee (Gawel, 
1997). Fo� the healthcare industry, as well as social w�rkers, motivational factors are 
achievement, recognition, responsibility, personal growth, and the job itself (Timmreck, 
2001). Of all the motivator factors, achievement is the most important (Gawel). 
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As predicted by Herzberg's theory, the hygiene factors for healthcare workers 
were proven to be policies, rewards, relationships with coworkers, supervision, and job . 
security Herzberg, 1966). The motivational factors were proven to be the job itself, 
recognition, responsibility, and personal growth (Timmreck, 2001). These findings are 
reflected in the positive comments that were made about the job itself in this. study. Fox 
(1994) gave the following definition of work: 'Work comes from inside out; work is the 
expression of our soul, our inner being. It is unique to the individual; it is creative' (p. 5). 
If this is true, spirituality comes from the connectedness we feel with our job (Ashmos & 
Duchon, 2000; Fox). 
Major Findings 
Results of the data analysis indicated that the population of social workers 
surveyed were primarily employed full-time, female, White, and single. This data analysis 
was constructed from the demographic information sheet, the FMPW, and the JSS. 
Statistical analysis revealed the following major findings: 
1. The population for the study was a strongly homogenous. The majority were 
single, White women who were employed full-time by CFT. Child & Family 
Tennessee is a unique blend of social services and social workers in a complex 
environment. 
2. There were no significant differences (p < .05) in job satisfaction based on the 
demographic variables of gender, marital status, or ethnicity. 
3. There were no significant differences (p < .05) in spirituality based on the 
demographic variables of gender, marital status, or ethnicity. 
4. There was a strong, positive relationship between job satisfaction and 
spirituality indicated by overall survey scores as well as individual subscale 
scores. 
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5. There was a significant differences (p < .05) in bothjob satisfaction and 
spirituality based on age. 
6. There were a significant differences (p < .05) in both job satisfaction and 
spirituality based on amount of time employed by CFT. 
Conclusions 
From the findings of the study, all conclusions must be viewed in terms of the 
limitations and delimitations listed in Chapter III. With the knowledge that the 
reliabilities of the instruments were valid, the following conclusions were developed: 
1. There was a significant difference in job satisfaction based on age. In general, 
younger social workers reported higher levels of spirituality than older 
workers. These finding disagree with the studies done by Hickson and 
Oshagbemi (1999), Oshagbemi (2000), and Siassi et al. (1975). Each of these 
studies found that older workers had higher levels of job satisfaction and 
younger workers had lower levels of job satisfaction. 
2. There was a significant difference in spirituality based on the amount of time 
employed by CFT. Spirituality was highest with social workers who had been 
employed by CFT for I year or less. A clear pattern of decreasing job 
satisfaction was found the longer a social worker was employed at CFT. These 
findings disagreed with the study by Looney (2002) that found that the amount 
of time employed did not affect the level of spirituality. 
3 .  The data indicated a strong homogenous group, which could be a result of the 
nature of the job and the mission and purpose of the agency. Because of its 
people-oriented and caregiving characteristics, social work generally is 
considered to be spiritual and could attribute its spirituality to increased job 
satisfaction. 
4 .  The study determined that spirituality in the workplace scores produced a 
strong positive relationship with job satisfaction scores of the social workers. 
5 .  Social worker positions were held predominantly by  women. Though one 
hypothesis covered gender, the researcher was unable to control the 
distribution of gender or any other variables. Therefore, it was uncertain how 
these unknown or uncontrollable factors affected the research results. 
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Recommendations 
The findings and conclusions of this study can be used to guide further research. 
Based on the findings and conclusions of the study, the following research efforts are 
recommended for future studies. 
I .  There continues to be a need to identify a significant relationship between 
spirituality in the workplace and job satisfaction from populations other than 
the nursing or social work fields. It is recommended that a similar study be 
conducted using another population. 
2. Another study, using a random sample of social workers from a variety of 
human service organizations, would further verify the results of this study. 
3 .  The addition of other demographic variables such as income, dependent status, 
affiliation, and membership and attendance at a religious organization may 
produce results that increase understanding of spirituality in the workplace and 
job satisfaction. 
4. Further research should be undertaken concerning spirituality, the I and Thou 
theory, and social work practices. Research could result in new treatment 
models and educational curricula for social workers and social work students. 
5 .  Agencies such as CFT could begin to look at spirituality as a management tool 
to be used to relieve the stress of employees, reduce turnover rates and 
absenteeism, and increase productivity and morale (Cavanagh & Bandsuch, 
2002; Thompson, 2000). Employees of organizations that incorporate spiritual 
development have employees who perform better than employees who do not 
have the opportunity for spiritual development (Ashmos & Duchon, 2000; 
Konz & Ryan, 1 999). In addition, spirituality can create a more spirited 
workplace, which could make the organization more profitable (Mitroff & 
Denton, 1 999). 
Implications 
After reviewing the literature, results, conclusions, and recommendations of the 
study, some implications emerged. These implications are suggestions about ways to 
apply results this study in real-life ways. These are simply inferences based on the 
information and should be taken as such. 
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I .  Because 45.7% of the social work population surveyed indicated they had 
been employed at CFT for I year or less, spirituality should be considered as a 
method to increase length of stay. Because spirituality appears to be a 
predictor of job satisfaction an inference could be made that a more satisfied 
employee is more likely to stay with the organization (Spector, 1997). 
2. The strong relationship between spirituality and job satisfaction indicates that 
identifying spiritual values and finding meaning and purpose in the workplace 
may be important factors for the social work profession to develop through 
training, thereby possibly improving job satisfaction. 
3. Since 2000, CFT has experienced downsizing, restructuring, and layoffs. 
These factors emphasize the importance of implementing spiritual values in 
the workplace for achieving the best levels of job satisfaction. This study 
indicates that the topic of spirituality may include many of the behaviors and 
skills expected by employees in the future. 
4. As recommended by Canda ( 1997), spirituality can be an effective tool in the 
therapy of clients; therefore, social work students should be taught about 
spirituality just as they are taught the ideas of Freud or other social work 
practices. 
Summary of the Chapter 
This chapter summarized the study, reviewed the major findings, identified some 
conclusions and recommendations, and provided implications for future research on 
spirituality and job satisfaction. Major findings included that the majority of respondent 
social workers were employed full-time, women, White, and single. The demographic 
variables of age and amount of time employed at CFT were found to affect job 
satisfaction and spirituality of social workers. 
Future research suggestions included for spirituality and job satisfaction to be  
studied with a random sample of social workers and with other populations. Also, adding 
the demographic variables of income; dependent status; and affiliation, membership, and 
attendance at a religious organization may produce interesting results. Implications of the 
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study state that by identifying spiritual values, spirituality might be used as a tool to 
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LETTER OF PERMISSION TO USE CHILD & FAMILY TENNESSEE STAFF 
AS THE TARGET POPULATION 
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Child&Fam� 
T E N N E S S E E 
MEMORANDUM 
************************************************************************  
TO: Jennifer Stamper 
From: Kathy Hatfield, Director of Grant Funded Services 
Date: May 24, 2003 
Cc: Kate O'Day, CEO; Melinda Nichols, Director of Human Resources 
Re: Survey of Child & Family employees 
******************************************************************** ** ** 
This memo serves as permission allowing access to Child & Family Tennessee employees 
for the purpose of your graduate school research project. We agree to let you distribute 
an initial instrument, follow-up surveys, and self-addressed stamped envelopes. In 
addition, our company's CEO, management team, and all supervisory personnel will 
allow employees to voluntarily participate and return completed surveys to you. 
As part of this approval, Child & Family TN agrees to allow you to visit programs, and 
attend their staff meetings to explain your project, request participation, and distribute the 
survey to all agency employees. The agency agrees to flexibility and adjustment in work 
hours to allow for meetings with your committee and other statisticians and to the 
distribution and collection of the survey instruments during standard work hours. The 
agency will expect you to supply your own materials to complete your research and write 
your study on personal time. Once finished, Child & Family TN will expect a copy of the 
raw data, research outcomes and final product of your research efforts. 
Good 1 uck with your efforts. 
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LETTER OF PERMISSION TO USE THE FINDING MEANING AND PURPOSE 
AT WORK INSTRUMENT 
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From : Dennis Duchon [DDuchon@utsa . edu] 
Sent : Friday , September 20 , 2 0 02 9 : 3 9 AM 
To : Jennifer Stamper ; Dennis Duchon 
Cc : dahmos@utsa . edu 
Subj ect : RE : Finding Meaning and Purpose Ins trument 
Jennifer , 
Thank you for your enquiry . 
Please find below a copy of the instrument which you are welcome to use 
for 
research purposes . (You may not use the instrument for income generation 
purpose . Such use requires permiss ion from the Seton Cove . )  We only 
ask 
that you share your results with us so that we might track the 
instrument ' s  
utility .  
Good luck with your proj ect . Keep in touch . 
Best Regards 
D2 
1 0 1  
APPENDIX C 
STATEMENT OF PERMISSION TO USE THE JOB SATISFACTION SURVEY 
1 02 
'Note: The purchase of this book is given license to use and modify the Job Satisfaction 
Survey (JSS) for noncommercial academic and research purposes. This license does not 




COVER LETTER FOR DISTRIBUTION OF THE SURVEY 
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Dear Fellow Child & Family Tennessee Employees: 
My name is Jennifer Stamper, and I am the Grantwriter for Child & Family Tennessee. I 
am also a master's level graduate student enrolled in the Department of Educational 
Administration and Policy Studies at the University of Tennessee-Knoxville. The purpose 
of this letter is to request your help with my thesis research project. 
I have obtained permission from CFT management to conduct a study at our agency. My 
thesis research is in the area of job satisfaction and the effects of spirituality among social 
workers. Your response to these surveys is crucial to the success of this study. Your 
answers will remain confidential. No specific person or office will be referred to in the 
study results. CFT will receive the final tally of numbers and any comments that you wish 
to write; however CFT will not see individualized data or any information that will 
indicate who completed a survey. Please note that participation is completely voluntary. 
You have the right to choose not to participate without fear of reprisal. If you agree to 
participate in the study, please complete the attached informed consent form. This form 
outlines the purpose, process, and benefits of the research study as well as you rights as a 
participant in the study. 
Attached you will find 2 surveys, a demographic questionnaire, and a comment sheet. 
Answer these questions based on your experiences at CFT. Surveys are completely 
confidential, with absolutely no risk to you if you choose to participate. You will also find 
attached a self-addressed, stamped envelope. After completing the survey, place it in the 
envelope and drop it in the mail. It will be received and logged in by my major 
professor's office staff at the University of Tennessee. A statistician will tally the results. 
Each survey has been randomly coded to allow us to track the incoming surveys and to 
allow me to place your name in a prize drawing. The prize drawing will be conducted in 
an effort to encourage participation. 
If you would like more detailed information, or have questions, feel free to contact me at 
work at 524-7483, ext. 267. If you are at the main office on Summit Hill you may drop 
by my office on the second floor, or you can email me at 
j. j .  stampe r@wo r I dnet. att. net. Thank you in advance for participating in this study. 
Your participation is greatly appreciated. 
Sincerely, 
Jennifer Stamper 
cc: Dr. Ernest W. Brewer, Professor and Chair of Thesis Committee 
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INFORMED CONSENT FORM 
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INFORMED CONSENT FORM FOR: 
Spi rituality and Job Satisfaction of Social Workers at a Social Service Agency 
You are invited to participate in a research study. The purpose of this study is to look at the job 
satisfaction and the effects of spirituality among social workers. I have obtained permission from 
CFT management to conduct a study at our agency. 
Attached you will find 2 surveys, a demographic questionnaire, and a comment sheet. Answer 
these questions based on your experiences at CFT. After completion of the forms, remove the 
bottom section of the Comment Sheet, which requests their name and phone number. This sheet 
serves as the entry form for the prize drawing, which will take place at the end of the study. This 
information will be placed in the white envelope. Seal the completed surveys in the small . 
envelope and place it in the larger envelope labeled 'UT', which will be mailed to The University 
of Tennessee. Completion of the surveys are expected to take 1 5  to 30 minutes, depending on the 
length of comments. When the surveys are received at UT, they will be logged in by my major 
professor's office staff and a statistician will tally the results. All staff working with our 
population are asked to complete the surveys. 
Anticipated benefits of the research are: 
� discovering the job satisfaction level of CFT employees; 
� adding to the research in the areas of spirituality, social workers and job satisfaction; 
� providing CFT leadership with data and comments directly from staff that may assist in 
staff retention, employee incentives, etc . . .  
The data gathered in this study will be kept confidential. Data will be stored securely and will be 
made available only to persons conducting the study. No reference will be made in oral or 
written reports, which could link you to the study. 
For participation in this study you will be eligible for a prize drawing. At the end of the study a 
drawing will be held for 2 gift certificates and a DVD player. If you withdraw from the study 
prior to its completion, your name will remain in the drawing. 
If you have questions at any time about the study or the procedures, you may contact me 
(Jennifer Stamper) at work at 524-7483, ext. 267. If you are at the main office on Summit Hil l  
you may drop by my office on the second floor, or  you can email me at jstamper@child­
family.org. If you have any questions about your rights as a participant, contact the Research 
Compliance Services section of the Office of Research at 974-3466. 
Your participation in this study is voluntary, you may decline to participate without penalty. If 
you decide to participate, you may withdraw from the study at any time without penalty and 
without loss of benefits to which you are otherwise entitled. 
I have read the above information and agree to participate in this study. I have received a copy of 
this form. 
Participants name (print): _____________________ _ 
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FINDING MEANING AND PURPOSE IN THE WORKPLACE 
1 1 2 
Finding Meaning and Purpose at Work 
Please read each statement below and circle a number from 1 to 7 to indicate the 
extent to which you agree or disagree with the statement. 
1 .  I experience joy in my work. 
2. I believe others experience joy as a result of my work. 
3. My work creates meaningful work experiences for 
others. 











life. 1 -2-3---4--5----6-7 
5. My spirit is energized by my work. 1--2--3---4--5--6___:.. 7 
6. I feel part of a community in my immediate workplace 
(department, unit, etc.) 1-2--3---4--5--6-7 
7. I am not able to use my gifts and talents at my work. 1 --2--3---4--5---6-7 
8. The work I do is connected to what I think is important 
in life. 1-2--3---4--5---6-7 
9. I look forward to coming to work most days. 1--2-3---4--5--6--7 
10. I see a connection between my work and the larger 
social good of my community. 1--2--3---4--5--6--7 
1 1 . I make a difference to the people with whom I work. 1 --2-3---4--5--6--7 
1 2. My supervisor encourages my personal growth. 1 -2-3---4-5--6-7 
1 3. I have had numerous experiences in my job 
which have resulted in personal growth. 1 -------2------3-------4--- 5--6--7 
14. I understand what gives my work personal 
meaning. 
1 5 . I feel responsible for my own growth. 
1 6. I feel personally responsible for my behavior. 
1 7. When I have fears I am encouraged to discuss them. 
Please go on to the next page 














1 9. At work we work together to resolve conflict in a 
positive way. 1 -2--3----4-5--6-7 
20. I am evaluated fairJy here. 1 --2-3----4-5--6-7 
2 1 .  I am encouraged to take risks at work. 1--2--3----4-5--6-7 
22. I am va)ued at work for who I am. 1--2-3----4-S---6-7 · 
23. I fee) hopefuJ about life. 1 --2--3----4-5---6--7 
24. My spirituaJ vaJues influence the choices I 
make. 1--2-3----4-5--6-7 
25. I consider myself a spirituaJ person. 1--2--3----4-5---6-7 
26 There is no room for spirituality in the workpJacc. 1--2-3----4-S---6-7 
27. Prayer is an important part of my Jife. 1 -2-3----4-S---6-7 
28. I care about the spirituaJ health of my co­
Workers. 
29. Spiritual values are not considered important in my 
workplace. 
30. I am not aware of what is truly meaningful to me. 
3 1 .  Meditation is an important part of my life. 
32. Personal reflection is an important part of my Jife. 
33. I experience stress in the workplace. 
34. Who I am as a human being is not valued in 
the workplace. 
Please go on to the next page 








THE NEXT QUESTJONS ASK YOU TO REFLECT Disagree 
ON THE IMMEDIA TE WORK UNIT OF WHJCH YOU . Strongly 






35. My immediate work unit cares about whether 
my spirit is energized by my work. 
1-2--3---4--S---6-1 
36. My immediate work unit makes it easy for 
me to use my gifts and talents at work. 
37. The va]ues ofmy immediate work unit are 
Not consistent with my own personal values. 
38. My immediate work unit encourages employees to 
1-2-3---4--S---6-1 
1-2-------3--4..--S---6-7 
develop new skills and abilities 1 --2-3---4--S---6-7 
39. I do not have a significant role to play in my immediate 
work unit. 1--2-3---4-S---6-1 
40. My immediate work unit encourages the creation of 
community. 1 --2--3---4--5---6-7 
4 1 .  My immediate work unit takes into account the 
responsibilities I have to my family. 1--2-3---4--5---6-7 
42. I feel positive about the values ofmy immediate work 
unit. 1-2--3---4--5---6-7 
43. My immediate work unit is concerned about the poor in 
our community. 1 -2-3---4--5---6--7 
44. My immediate work unit cares about aIJ its employees. 1 --2-3---4--5---6--7 
45. My immediate work unit has a conscience. 1 --2-3---4-S---6-7 
46. I feel connected with my immediate work unit 's goals. 1 --2-3---4-5---6-7 
47. My immediate work unit is concerned about the health 
of those who work here. I -------2-------3-------4-------5---6--- 7 
48. I feel connected with the mission of my immediate 
work unit. 1 --2-3---4--5--6-7 
49. I feel positive about my future with my immediate 
work unit. 1 --2--3---4--5-----6-7 
50. In my immediate work unit people are not encouraged 
to learn and grow. 1 -2-3---4-S--6-7 
Please go on to the next page 
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THE NEXT QUESTIONS ASK YOU TO REFLECT 
ON THE LARGER ORGANJZA TJON OF WHICH 
YOUR WORK UNIT JS A PART. 
5 1 .  The organization I work for cares about whether my 
spirit is energized by my work. 
52. The organization I work for makes it easy for me to 
use my gifts and talents at work. 










my own personal values. l--2-3---4-5---6n---7 
54. This organization encourages employees to develop 
new skills and abilities. 
55. I do not have a significant role to play in this 
organization. 
56. This organization encourages the creation of 
community. 




I have to my family. 1-2--3--4-5----6-7 
58. I feel positive about the values of this organization. 1-2-3--4--5----6-7 
59. This organization is concerned about the poor in our 
community. 1-2-3--4-5----6-7 
60. This organization cares about aJJ its employees. 1-2-3---4-5----6-7 
6 I .  This organization has a conscience. 1-2--3--4--5----6-----7 
62. I feel connected with this organization 's goals. 1--2-3--4-5----6-7 
63. This organization is concerned about the health of 
those who work here. 1--2--3--4-5----6-7 
64. I feel connected with the mission of this organization. 1-2--3--4-5----6-7 
65. I feel positive about my future with this organization. 1--2-3--4-5----6-7 
66. In this organization people are not encouraged to learn 
And grow. 1-2-3--4..--5---6-7 
That's all ! Thank you for your help! 
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APPENDIX I 
COMMENT SHEET AND PRIZE ORA WING ENTRY FORM 
1 1 7 
COMMENT SHEET 
If you have additional comments that you would like to make concerning the study, your 
job satisfaction, your spirituality, or the instruments used, please record them below. 
Again, thank you for your participation in the study. 
- - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - -
PRIZE DRAWING ENTRY FORM 
To thank the staff of Child & Family Tennessee for their participation there will be a 
prize drawing for a $20 gift certificate to a local restaurant and a DVD player. To be 
eligible for the drawing you must complete a survey and complete the infonnation below. 
If you wish to complete a survey, but do not wish to participate in the prize drawing, do 
not complete the information below. Thank you. 
Name: 
-------------------------------
Phone Number that you can be contacted: ______________ _ 
1 1 8 
APPENDIX J 
FOLLOW UP LETTER 
1 19 
September 18, 2003 
Dear Fellow Child & Family Tennessee Employee 
A few weeks ago a survey was distributed to you and you were informed of the study I am 
conducting to complete my Master's degree at The University of Tennessee. If you have 
already completed and returned the survey, thank you very much. If you have not 
completed and mailed your survey, I am asking for your help and participation. 
This study is being done due to the belief that knowing and understanding more about job 
satisfaction and spirituality will assist CFT management and will add valuable 
information to the research of these topics. For the results to represent all areas of the 
company, it is essential that each person in the agency return a completed survey. Please 
complete and mail your survey today. 
Remember, there will be a prize drawing for two $20 restaurant gift certificate and a 
DVD player. Encourage your coworkers to complete the survey. Please complete and 
mail in your survey no later than September 25th. 
Again, thank you for your participation in this study. If you have any questions, feel free 
to contact me by phone at 524-7483, ext. 267 or by email at j.j.stamper@wor1dnet. att.net. 
Sincerely, 
Jennifer Stamper, Grantwriter 
Child & Family Tennessee 




1 2 1  
Comments 
Comments were placed into six categories: management, pay or benefits, the job 
itself, comments about the survey, comments about spirituality, and miscellaneous 
comments. Name and departments within the agency were changed to 'X' to ensure 
confidentiality. Otherwise, all responses were typed exactly as they were written on the 
comment sheet. 
Management Comments 
1 .  I am about to change supervisors which I believe will increase my work 
satisfaction. 
2. This company is different because our 'unit' is 1 00 miles from the 
'organization ' and it seems that because they do not see us all the time we are 
often forgotten and we do not get things we need in any kind of timely way 
because of the distance we are also not made aware Qf changes to policies or 
paperwork when they occur. I feel that our 'unit' is different from our 
'organization' because our branch is starting out, so all employees work from 
their homes and the worker only see each other once a month. Our 
supervisors are located in the 'organization' so when there are problems they 
are not always taken care of or recognized to be as serious as they are because 
supervisors are extremely hard to get in touch with. The only means is by 
phone or email .  
3 .  My immediate work environment I enjoy, for the most part, and have a great 
deal ofrespect for my supervisor. However, I am saddened by the fact that 
after the number of years I have been at CFT I am distrustful of many here at 
CFT - Most of all, some of the X. Unfortunately, I believe management does 
not encourage, or respect, individuality or personal feelings/opinions - you 
either conform or you're not valued. I believe the way things are now it has 
made for a great breeding ground for distrust and lack of unity in the agency. I 
hate seeing all this, I have experienced quite the opposite in this agency 
before. 
4. I love working with kids and I'm good at what I do. I work about 50-60 hours 
a week for Child & family and I feel unappreciated by upper management and 
like they feel I'm very replaceable. Those who work hard, are dedicated, and 
are good need to be appreciated. When you see a staff turn over rate as high 
as Child & familys you have to question why are people leaving and what 
1 22 
about my future? I am one that wants to grow in the organization, help the 
organization, but I fear I will never get that opportunity to. 
5. I have been employed by Child & Family for quite a few years. It seems that 
Child & Family and especially X has gone downhill since the mid-1990's. 
This of course was by 'Johnny's' suicide which I believe occurred in the 
summer of 2001 . For a long time it seemed like a feeling pervaded here - that 
X could run by itself. Well, it can't. It requires dedication and cooperation 
and communication between the administration and the staff. Sadly, these 
ingredients have been missing. This is especially true since August of 2001 
when X underwent a major re-organization at which time entire shifts were 
eliminated along with many staff positions. This was done with little - if any -
warning to the X workforce and resulted in some good people losing their 
jobs. The morale, in a nutshell at X - stinks. In the summer of 2002, many 
Child & Family workers (including myself) were told they were going to 
receive a salary increment. We have yet to receive that pay raise. No 
employee should be promised a pay increase if the raise is not going to be 
forthcoming. 
6. A lot of questions regarding my supervisor were difficult to answer. The 
facility I work in has a new supervisor who has been in place only about a 
month. 
7. Over the years this organization has undergone numerous changes - some 
good and others which have appeared to make little sense. I use to feel proud 
to be a part of this organization. I felt valued and appreciated, and believed 
that as an organization we were working towards the values presented in our 
mission statement. Today I am appreciative of the small group of people I 
work directly with. We count on each other for support and guidance in order 
to provide the best services we can for our clients. It appears that if your game 
is power and control you have a valued place in this organization. Education 
and experience are not appreciated rather these qualities are viewed as a threat 
to those in management. Leadership asks for honesty and input. However, if 
your opinion differ from management you are quickly and in no uncertain 
terms told to get on board or find new employment. 
8 .  I feel that the supervisor's for X should be evaluated closely as far as their 
work ethics and complete fairness. Also I feel that they should be closely 
checked on their treatment of clients in a fair manor, and honestly. 
1 23 
Pay or Benefits Comments 
1. The counseling field can be rewarding as well as depressing. The hard work of 
all counselors/social workers should be acknowledged and hopefully one day a 
pay increase will be rewarded. 
2. We have not seen a cost of living raise in 5 years. It is sad when your clients 
who are on disability get a raise each year and as a productive working 
individual does not. I feel there is not loyalty to staff. Yes, we use to have 
good insurance benefits. I felt this compensated for no raises. Now we have 
lousy insurance also. When I have seen people treated the way they have been 
treated by the organization it is difficult to believe the organization is loyal to 
anyone but itself. 
3. Our insurance is not good & we haven't had raises since I became employed 
here - over 3 years ago. Other social service agencys have raises & better 
benefits. 
4. Jennifer, I think some of my answers were middle of the road because I'm a 
fairly new employee. I love my job, and I took a pay cut to work here, but it 
would be nice to be compensated at a higher level. I'm sure that at some point 
in the future, I will be looking fqr a position that will pay more. I only hope I 
enjoy the work, and the people I work with as much. 
5 .  I have worked at my current position for over 5 years. In such time I earned 
my Master's degree from the University of Tennessee, yet have not had a 
salary increase to date. The organization, in my opinion, has many qualified 
employees moving into jobs that pay more fairly. It is my opinion that people 
will slowly leave CFT because of pay/salary not being competitive. 
6. The emphasis on working hard & getting agency 'back in the black' is great -
however, not being compensated financial as an employee causes 
discouragement & some feelings of being used. Does the organization 
recognize that personally I would like to be in the 'black' .  I believe in my 
work & the importance of this agency and am hopeful my efforts & the 
success I help to create will be compensated by increase in salary! 
Comments on the Job Itself 
1. My unit's goals does not seem to coincide with the goals of the Child & 
Family TN organization. I am still trying to determine if that is accurate or 
just a bad first impression. I have only been at the unit for about 2 months but 
I have experienced occasions where I do not share the same morality as other 
coworkers and that is challenging to overcome. Also, the unit I work for was 
1 24 
not very welcoming. I don't really feel part of the team and I was expecting to 
be a part of the unit. 
2. I enjoy what I do. The people I work with + all my supervisors (X & X) _& of 
course X have been very good to me. All have been caring when I needed 
comfort, concerned when I'm sick. I believe very strongly that I'm exactly 
where I need to be. 
3. My job is satisfying in the sense that I can give back to the community. I hope · 
I am seen as a positive role-model to the clients I work with each day. My 
coworkers, clients, and mentors make my job enjoyable - by appreciating what 
I do each day. 
4. I receive the most 'JOY' in my job when I take kids out to an X on Friday 
evenings. A question that needs to be added to this survey is: 'At times I fear 
for my life at the workplace'. 
5. My immediate work unit is wonderful and .I could not ask for a better 
supervisor! 
6. I would like to say that working with X has been the best experience of my 
life. 
7. Social workers, at least those I have met, seem dissatisfied in general w/ work 
right now - at least those ofus in Tennessee. Same complaints are heard 
everywhere - not enough $money, too many clients, too much paperwork, etc. 
I sometimes joke that, 'I can't get any work done because of these clients ! '  -
which is meant to express how overwhelmed we all seem to feel by paperwork 
& bureaucratic red tape. Who has time for clients? I wish we all had the 
resource & support to provide more quality services to clients. 
Comments about the Survey 
1 .  This is a good exercise for self evaluation & organization/program eval. 
Consideration of priorities & what's important. 
2. This was an excellent survey, with a lot of great questions that really force you 
to honestly evaluate what you like and don't like about your job, especially 
from a spiritual, values standpoint. 
Comments about Spirituality 
1 .  Without my spirituality I would be ineffective in my job. 
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2. My faith is Bahai. In this age, work done in the spirit of fellowship is 
considered worship - so our life can be a prayer - living a prayerful attitude -
this is what I strive for. 
3. My spirituality took a tum closer to God when my husband had a major heart 
attack Feb. 1 st 2003, my grandson nearly died in July 2003 and esp. when my 
Mom went with God's angels Sept. 3rd, 2003. If l didn't have this I would 
never have made it this long. 
4. I enjoy X and have a soft place in my heart for such. I feel we as employees 
deserve better salaries but this is meaningful to me. X is a very good 
influence for X and I've always enjoyed her supervision. X is a good 
supervisor and understands my illness when I can't work. I feel we need to 
keep God and Jesus Christ in our program as in the past I have been told not 
to. 
MisceHaneous Comments 
I .  Pay raises are an issue and communication could be improved. We do not 
have a newsletter & the sporatic 'All Staff Meetings' could be a good way to 
communicate. 
2. CFT has been a great place to work. It is a great concern of mine that the 
priorities that made this agency are now the items of least concern. Priorities 
in the past were mainly the welfare & safety of clients and staff. Presently 
priorities seem to be of personal gain. CFT can be a model of what a social 
service agency should be. 
3 .  Employees feel powerless to improve, discuss or identify problems w/ issues 
for fear of retribution. Our policies, pay scales, and overall job status are 
subject to the whims. Employees will not wear their ID badges or volunteer 
where they work because they are embarrassed to do so. I personally feel very 
demoralized, unvalued and unappreciated between the atmosphere in. which I 
work & the low salaries & lack of pay increases, despite the exuberant salary 
& salary increases for some. We have our very own John Schumaker! here. 
4. The people within the agency are all very nice, supportive & well-trained. 
5. Child and Family needs more training opportunities. Since I have been in X no 
trainings have been announced. Also, resources in office are too few and far 
between. 
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6. Too many barriers to success are thrown in front ofus by the agency. Lack of 
communication and poor timing of communication make work more 
challenging and difficult. 
7. This is my 8th year with C & F. Many changes have taken place. I also am a 
ruling elder in my church and coordinate for our womens group. 
8. I have only been employed for a short while. 
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Jennifer Johnson Stamper, wife of E. Keith Stamper, mother of Jacqulyn and Roy 
Stamper, and daughter of Rev. Denver Johnson and Mrs. Linda Johnson, was born in 
Knoxville, Tennessee, on September 6, 1 968. She graduated from Washburn High School 
in Washburn, Tennessee in May 1986. Following high school, she began working on her 
Bachelor of Arts degree in Child Development at Berea College in Berea, Kentucky. She 
began working towards her Master of Science degree at The University of Tennessee in 
Human Resources Development in September 1 999. Jennifer is a member of the Kappa 
Delta Phi Honor Society. 
Her career in the social services field began in 1 990 and has always been focused 
in the social services and non-profit area. Since that time, she has worked as a Residential 
Counselor at John Tarleton Home, an Outpatient Clinic Manager with Peninsula 
Behavioral Health, and a Trainer/Grantwriter with Knox County Community Services 
Agency. At present, Jennifer is a Grantwriter with Child & Family Tennessee. 
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